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At-will Employment
The main issue in these cases is at-will kind of employment. At-will employment is a term used in the United States labor law which dictates that a worker can be sacked by the manager without caution and without establishing any unbiased basis for the action. Upon signing the contract, the court of law nullifies any protest from the employees. However, over time due to humanitarian reasons, the law has been modified. Currently, the law requires the employer to have a just cause for dismissal or else it becomes discrimination case. As it has been in the United States courts of law, several exceptions have been laid down in line with public policy. If an employer sacks the employee in desecration of an indirect employment agreement, he or she is guilty of breach of contract. 
‘Just cause’ has been explained by some courts of law in the United State of America in different states as termination of employment resulting from no malicious acts. This is useful in examining managers particularly when they dismiss a long-tenured worker exclusively to evade the responsibility of reimbursing the worker’s added retirements reimbursements. As it has been observed over time, many employers like evading their responsibility by sacking employees for no reason just to evade paying accrued financial aids. Furthermore, all courts of the law acknowledge that as the civic anti-discrimination edicts dictate, firing or denying to employ any person based on race, belief, gender, nationality, and age or handicap issues among others is a violation of humanitarian rights.
Sara’s case
  	Sara’s case is directly tied to the at-will employment contract coupled with dissatisfaction arising from the insolence by the HR manager who prefers to pay more to the male workers than the females. The salary margin of $30,000 between Sara and her male contemporaries is quite a large amount in one week to overlook considering they all work for the same amount of time in the same department with equal responsibilities. In addition, she also seems to be wronged by her colleague Tom, who allegedly assaulted her sexually. These seem to be the root cause for her termination from working in A Co. LLC. 
I would rule in Sara’s favor as it is undeniably clear that Sara and her female counterparts are discriminated as proven by the salary rates. It is outrageous to condone such kind of behavior, especially with no plausible explanations. Furthermore, sexual harassment cannot be pardoned especially when the company does nothing to reduce it. It is, therefore, a breach of contract that the line manager who supervises Sara decided to impulsively sack her after getting late to report from lunch. This was no just cause for Sara’s dismissal from her employment.
Youngblood
Another case is in the court of appeal in Missouri. The facts of the case are that an employee, Stephanie Wilder was employed by Youngblood on January 29, 2015. Her engagement is deemed to be at-will employee situation. She files in 2017 after termination on 20th September 2016 with prerogatives of abuse of Missouri’s communal policy, claiming she was sacked because of reporting sinister activities within her Youngblood.
In response, Youngblood filed a motion to force arbitration on the same year. However, the firm failed to present enough evidence about any written arbitration agreement between the complainant and respondent. As a result, the trial court nullified the allegations by Youngblood.  An arbitration agreement, in this case, means a written pact in which at least two parties agree to settle differences outside the court. I would, however, rule in Wilder’s favor for it is only through the court that she can get justice. Furthermore, terms and conditions of at-will employment cannot evidence an arbitration contract due to lack of joint contemplation (last paragraph page 6).
A reference case by Youngblood is Eaton, which was decided on previously over by Supreme Court. This is rejected however since past decisions have no implication on present cases. A customer purchased a home from a seller. Both parties were involved in signing and enlightening their understanding of arbitration contract. After finding faults in the house, the buyer went to court. Since the buyer was unconscious of the flaws during the purchase, I would also have judged like the court in the buyer’s favor since it was in the line of obligation unlike in Youngblood’s case (last paragraph, page 10).
[bookmark: _GoBack]In continuation, Judge Odenwald is open-minded enough to disregard Jimenez grand inflexible at-will employment rules. Significantly, although the case was passed and became appellate, Odenwald still points out the weakness of the court rulings. At-will employment terms and conditions can be used to support arbitration agreements but under mutual agreement between the concerned parties.
As held by Morrow, when considering the laws and rules applied in the past, they are contrary to what Youngblood holds. Historically, even with the absence of an express covenant, previous proprietors could restrain a former worker’s prejudiced competitive usage of recompenses given by bosses. This in effect is consideration resulting in continued employment, which in my view is right. It is clearly pointed out to Youngblood that the court of appeal is there to rectify errors made in judgments not imposing new laws.
Another example case is where the author’s friend, after prodigious travail arising from boundless misfortune that cost his job, fortunately, got a job from a retailer in which he had to sign an arbitration agreement. Noticeably, however, the author’s friend is not tied to obligation and might not be especially considering he never understood the terms. This would be enough to cause me to rule in his favor (second last paragraph of the last page).
In conclusion, at-will rules and conditions for work seem to be inappropriate and easy-to-bend rules. At the mercy of ruthless employers, millions may live in fear of losing their jobs with possible termination arriving any time. These old-time contract relations between workers and employers limit the output especially in this era when the world is experiencing a population boom hence an expanse pool of labor.



