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HR Data Misrepresentation
	Like in any other profession, HR professionals are expected to act in an ethical manner. In an organization, the HR is responsible for gathering, analyzing, and evaluating data concerning other staff.  Despite being required to act ethically in their profession, HR professionals can misrepresent data for their own benefit in various ways. 
	To start with, HR professional can misrepresent data for his or her benefit through presenting false data. For example, during hiring, the professional may want to favor somebody, either a friend or relative who does not have the required skills and competencies. In such a case, the HR may misrepresent data about the candidate by failing to consider the right person and considering the one whom he or she desires (Pease, Byerly & Fitz-enz, 2012). In addition, a HR professional can misrepresent data by hiding some information either to appear excellent in his job or for financial gain. For example, when reporting analytics, it is ethical for the HR to give a comprehensive report containing both the positive and the negative aspects. For personal benefits, the HR can choose to point out only the positive side and fail to point out on the negative side.  On the other hand, the HR can misrepresent data for financial gain or other favors.  In an instance of employee evaluation, the HR is expected to give the right data concerning the specific employee so that the management can make the right decisions in regards to the employee. However, in some cases, the HR conspires with some employees to misrepresent their data in exchange of money or other favors (Pease, Byerly & Fitz-enz, 2012). 
	One of the ethical concerns that might arise as a result of misrepresented data is an unwarranted promotion. An undeserved promotion can emerge as a result of misrepresentation of data. This concern has impacts not just to the organization, but also to the HR and the individual too. To the individual, the greatest impact is inability to deliver (Pease, Byerly & Fitz-enz, 2012). Because the individual rose to the position without the required skills and competencies, he or she would face challenges in delivering as it is expected of them. On the other hand, the misrepresented data would have an impact to the organization too. Due to the individual’s inability to deliver, the organization would suffer loss. In addition, it can also lead to low production as the other employees who deserved the positon may be affected and suffer decreases morale. The HR would also suffer as a result of the misrepresented data. In addition to losing fellow employees’ trust, he or she may lose his or her job if the misrepresentation is noticed (Walden University, 2011). 
	In instances where the legislation does not give guidelines and there is a risk of harm to employees or the organization, the HR professionals can make decisions of manipulating or reframing data. For example, in an instance that would tarnish the credibility of the organization or put the lives of employees at risk, in case of investigation, the HR is allowed to reframe or manipulate data. However, there is a dilemma in this approach because different people interpret risk and harm differently (Feinzig, Green & Guenole, 2018). 
	There are several ways in which an HR professional can ensure he/she avoids data misrepresentation to his or her strategic partners. First, the HR professional should identify and learn from significant partners. To avoid misrepresentation, the professional should make sure that he/she shares learnings with other major stake holders within the organization such as data and analytics team, leaders in sales, marketing and finance and IT among others (Moore, 2019). In addition, the HR professional should be willing to communicate what is expected, and why, to the employees and ensure that the information is complete, factual and jargon free. This will not only help to avoid misrepresentation but it will also ensure transparency and trust. Lastly, the HR professional should always command clarity of purpose and intent in everything he/she does. Paying such extra attention will highly help to avoid misrepresentation (Moore, 2019). 
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