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Case Study 15: Wal-Mart
a. Provide a summary of the issues Wal-Mart has faced with gender discrimination using both this case study and an article you locate on the topic published in the last six months.
Wal-Mart Store has and continues to face a lot of challenges when it comes to people management, with gender discrimination emerging as a leading problem in the multinational company. Wal-Mart’s legal team has been challenged to defend the firm against a wide range of class action lawsuits involving former and current female employees suing the company for breaching its corporate social responsibility by condoning a corporate culture characterized by systematic discrimination against women. One of the gender discrimination issues that have increasingly become evident at Wal-Mart Store includes unequal compensation as male and female employees with the same work experience, skills, and knowledge receiving different pays; women earning considerably fewer wages than men. 
Besides a discriminatory compensation system, Wal-Mart has been accused of systematically denying women the opportunity necessary for working in departments that are predominantly staffed by men (Weiss, 2014). In the case, Dukes v. Wal-Mart Stores, Edith Arana, one of the African-American women employees at the company, claimed that she could not be promoted to a managerial position because the store manager stated that they did not want a woman. When she complained, she company retaliated by having her fired. 
While Wal-Mart Store currently serves as the world’s largest private employer, another gender discrimination issue facing it involves sexual harassment. Patricia Surgeon, one of the plaintiffs, alleged that she suffered massive loss regarding her dignity as a woman and employment status when she was sexually harassed. Like Arana, she also underwent the sacking process and replacement by a male employee, who ended up earning a larger paycheck, as well as a better title in the company (Lin, 2020). The claims in question show that there is a tendency of illegal termination of a female employee’s contract because the firm appears does not follow the right protocol when it comes to sacking women. 
b. What arguments would Wal-Mart offer to counter the plaintiff’s allegations? 
Wal-Mart, in response to the many allegations presented by the plaintiff, would have argued that it boasts one of the strongest, centralized, and decentralized anti-discrimination policies in place. The company would have substantiated this argument by referring to a wide range of diversity awards it has so far won. By presenting this counter-argument, Wal-Mart would be in a position to undercut the plaintiff’s claim, which revolved around a generalized practice of systematic sex, promotion, and compensation discrimination. 
Alternatively, the firm’s attorneys would have adopted and integrated the non-defensive approach to making their submissions before the Court, demonstrating that Wal-Mart’s corporate culture revolves around offering equal opportunities for all, regardless of gender, class, and race. Having made this opening statement, the company would have reasoned with the Court by acknowledging and appreciating the fact that repeated concerns from women employees are a matter that needs to be addressed urgently. While arguing, the lawyers would also touch the issue of unconscious bias, which is not only difficult to detect but also a risk factor for gender discrimination (Weiss, 2014). The firm would have assured the Court that it is committed to bringing in a group of qualified experts who would audit the company’s promotion and compensation policies as a way of recommending the implementation of equitable employment policies. 
c. Explain how the outcome of Dukes v. Wal-Mart Stores, Inc. is essential for significant stakeholders in the case, including the American society and expectations of corporate responsibility. 
The outcome of the case has been seen as a disappointing decision, with five and four judges voting in favor of Wal-Mart and the plaintiff, respectively. The U.S. Supreme Court, in its June 2011 ruling, decided that the class certification requested could not be allowed to move forward, suggesting the needs for each of the 1.5 million women to file their claims or a reformulation of smaller class-action groups (Lin, 2020). Most importantly, the case’s outcome has had implications for different stakeholders, including the American society, Wal-Mart and other multinational firms, potential plaintiffs, and plaintiff and defendant attorneys. First, the ruling did not exonerate Wal-Mart of gender discrimination, which means the company would have to review its employment policies with the sole purpose of ensuring equality. Second, American society has been enlightened about the presence of unconscious biases at the workplace, implying they would be more alert to identify, report, and address any forms of discrimination. Likewise, the attorneys and future plaintiffs with similar class-action lawsuits would follow the precedent created by the Court to file even more comprehensive cases. a
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