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Ethical Issue of Gender Inequality in Human Resource Practice
As it is well-known, human resource management is a very critical department in any organization. The reason behind this is that it involves the handling of the most vital asset of a company, employees. As a result of these factors, it requires excellent skills to ensure that the department is run well because it involves manhandling. However, with all these requirements, there are still other factors that surround the department. One of the factors that surround the department is diversity among the employees. Diversity plays a very crucial role in the achievement of the company's goals and objectives since a company requires variety in norms and skills to ensure that employees bring the very best for the company. However, with diversity, there arise other issues from it since it also involves incorporating all genders in an organization. This incorporation of the other gender, mostly women, often leads to many problems, one of them being the issue of gender inequality. 
In many organizational practices, structures, and processes, one very complex phenomenon is the issue of gender inequality. Having this fact, it is essential to note that, among the numerous harmful gender inequalities in an organization, it is the human resources practices that operationalize them. The fundamental reason behind the human resources practices is because they directly or indirectly affect the selection, training, recruitment, promotion, and even the pay that the women get (Begany & Milburn, 2016). This paper submits some of the ethical issues related to human resource management that fuel discrimination in workplaces as a result of gender. Some of the ethical problems known to facilitate gender inequality, as presented in the paper, are organizational structure effects, practices, the sexism of the decision-makers as well as processes. 
Since time immemorial, many workplaces remain to face the problem of having women discriminated just because of their gender. These discriminations are so harmful to women such that they affect the earnings of the women, which in turn leads to a wider gender wage gap as well as leadership in women (Beaton, Tougas and Joly  2018). However, with all these, it is essential to note that, as it is presented herein, some factors within the human resource play a role in this challenge that women face, especially in workplaces. These ethical issues include human resource policies, decisions as well as their implementation, benevolent sexism, causing a hostile environment to women as well as the organizational structure of the business.
Ethically, the human resource managers should formulate policies that are beneficial to the entire community and which does not in any way appear to side one party regardless of the gender. However, in the emerging trends in human resource management, some managers do not consider this as an issue at all (Berdhal, 2017). Some of the managers are often insensitive to the problem of gender inequality, and they end up formulating policies that favor only one gender at the expense of the other (Begany & Milburn, 2016). First of all, while formulating the employment policies of an organization, managers should be very keen to ensure that there is gender balance in the people employed. However, many managers never put gender balance into consideration, and this brings the issue of gender inequality in the workplace (Beaton et al., 2018). 
Also, human resource managers raise a lot of ethical questions when, in their decision making, they favor one gender, mostly the male. These decisions often revolve around the managers socially recognizing the employee’s potential, competence as well as deservingness of each of the employee. The ethical issue surrounding this aspect is the actions by the managers not to award opportunities of development considering the gender. Also, these actions goes ahead to include the pay, recruitment and selection, promotion, salary, training, and even role assignments. The current data on women with skills employability and promotion chances show that the male gender is mostly considered when it comes to opportunities for development and promotion in most workplaces. Also, there exist numerous instances in which women face biased performance evaluation, especially on those roles that are connected to men.
Additionally, according to the current data on employment, there are some women with individual personalities that many employers prefer not to employ. These personalities are like the agentic women who are believed to be task-oriented, assertive, and the serious-with-their-work type (Beaton et al., 2018). Also, these women face higher chances of biased performance evaluation than their counterpart males with similar attributes all because of the policy decisions of the human resource managers. In addition to the inequality in the workplace, pregnant women have low chances of employment and huge opportunities for biased performance evaluation. All these are ethical issues that are currently facing today's human resource practice as a result of the decisions of the employers, either consciously or unconsciously (Berdhal, 2017).
Apart from the actions of the human resource managers contributing to the ethical issue of gender inequality, other factors also contribute to the same. One of the elements is the effect of organizational processes, practices, and structures on human resource practices. Under this factor, leadership is the most significant issue. As it is well-know, a leader strives to ensure that he or she influences others towards the achievement of the common goal (Beaton et al., 2018). One way in which gender inequality reveals itself in an organization is when women are under-represented in any company’s forum compared to men. Human resource managers have a significant role to play in ensuring that in any leadership forum, there is gender balance. Due to this, when organizational structures fail to have positions for women in leadership, it is, in a way, advancing gender inequality due to its structure. As a result, it raises a lot of questions about their view on women in leadership and whether the organization is ethical in its activities since it can’t support women. This issue is an instance where the organization is advancing the ethical problem of gender inequality that has been very rampant in today’s human resource practice. The reason behind this is that some organizational structures and methods are such that there are job ladders, networks, and also gender-segregated departments which entirely tied with discrimination from gender (Beaton et al., 2018). All these are the factors surrounding the ethical issue of gender inequality in the workplace. 
Additionally, an organization having specific characteristics in its organizational culture has so far advanced the ethical issue of gender inequality. Mostly, those corporate cultures that have very little connection with gender, chances of employee discrimination are very high (Beaton et al., 2018). An excellent example of such organizations in today's human resource practice is those that support meritocracy. In such an organization, considerable opposition might erupt in the case the company wants to introduce gender equity in its policies.
Finally, looking at the current state of things in human resources, it becomes increasingly crucial for all organizations to ensure there is gender equality in the organization. There are various aspects of an organization that facilitate gender inequality, which a company can decide to do away with to uproot the ethical issue of gender inequality. These include proper policy-making, proper organizational structure, and culture design, as well as appropriate decision making by the managers. Also, women should have a chance to be leaders in an organization to eliminate the chances of inequality. Therefore, due to this, gender inequality is an ethical issue that is currently facing the current human resource management practice.
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