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Introduction
McShane and Von Glinow (2010, p. 21) suggest in a section titled Consequences of diversity that a more diverse workforce where teams have different backgrounds and different points of view can improve customer service, creativity and even garner higher financial returns than groups with similar backgrounds and talents. With the subject of diversity there are two types expressed (McShane and Von Glinow, 2010, p. 21). The first type is surface-level diversity which is the observable demographic differences between people such as gender, ethnicity, race, physical capabilities and age. The second type is deep-level diversity evident in people’s decision making processes, attitudes and expectations. So when as a lead up to this assignment in my introduction to the stated perceived issue of a diversity problem in module 1 assignment 4 with Wal-Mart Stores, Inc. in terms of age discrimination given that the images on Wal-Mart’s website career advertisements portrayed were primarily that of younger age groups this was a perception on a surface-level diversity issue. It is now time to run an analysis on the deep-level diversity issues at Wal-Mart Stores, Inc and see whether perceptions match the diversity realities at Wal-Mart.

In module 4 assignment 3 I formulated an outline to engage analysis for this process quoting from that outline “I will begin with an introduction to the greater scope of diversity as understood by Wal-Mart and its practices. Here I will display the full spectrum of diversity as it is understood by Wal-Mart and form a base line upon which to proceed. “Having been alerted about an irregularity noted with Wal-Mart’s hiring policies I have been assigned by the Equal Employment Opportunity Commission (EEOC) as Special Assessor to investigate the perceived claim of age discrimination with Wal-Mart’s hiring practices. In cooperation with Wal-Mart’s U.S. Office I shall report my findings to the EEOC for disposition. 

   
Since the inception of this project there has been one major change to note from then to now. In the original introduction to the topic it was hoped at that time after gathering all the information and data necessary that I would be granted an interview with Cole Brown the U.S. Diversity Officer for Wal-Mart. Unfortunately that interview was forestalled by Brown where she sent a nice e-mail correspondence wishing me good luck on the project adding Internet links to Wal-Mart company policies instead and with no mention of additional correspondence needed such as continuing on with an interview process. For clarity I have attached that e-mail correspondence from Brown to this report as Appendix B. It was my hope with the data in hand and the interview to put real life interpretation and context using that data in terms of Wal-Mart’s operations, this is not going to occur. In my outline to this project I note this interview situation and suggest another approach. Below with some adaptations I shall be following that outlined approach with any changes noted along the way.      
The greater scope of diversity at Wal-Mart
Immediately upon opening Wal-Mart’s 2008 diversity and inclusion report I was struck with a totally different message than I had received from the images coming off the company’s career opportunity website where I attained my first perspective on Wal-Mart’s hiring practices. Down across the 36 page report I see images of young and old alike but ironically the majority of the images are of older employees. The display is impressive as it portrays a host of seasoned Wal-Mart professionals unlike the images that appeared to be vying for young hires off the Wal-Mart job website. At the beginning of the report Wal-Mart states a “commitment to our people” through rendering opportunities to begin, to grow and to lead, where opportunities to begin displays two young women handling an automated hiring machine while other images display older store clerks, a truck driver and pharmacist. While below a pie chart shows how in 2008 out of a total of 25,034 field management positions only 1,720 of those positions were filled by external candidates so in this case Wal-Mart has hired 93.13% of those field management positions from within their own ranks. So it would appear that they hold a commitment to their people.   
Continuing down across the report there are pages of diversity recruitment efforts engaged as the report states “identifying and hiring great talent.” Here Wal-Mart has internships available and a junior military officer (JMO) program attracting those who serve in the part time in the military. There is a diversity goals program to place diverse associates at a consistent rate across Wal-Mart this has mentoring and managerial leadership tracks along with recognition of accomplishments for its associates. Wal-Mart has advisory panels in diversity for multicultural efforts along with helping youth achieve their educational goals. And as the report states Wal-Mart is “driving diversity into our business” through the diversity and inclusion trailblazer award program. Wal-Mart also has community outreach, empowerment and giving program linked into organizations such as the National Urban League as well as taking part in the 2008 Asian Leadership Summit. And Wal-Mart supports minority education programs in higher education and even college funds. Wal-Mart has an Asian and Pacific Islander and a Hispanic scholarship fund linked to the American Council on Education. Wal-Mart holds minority construction and supplier summits dealing with supply chain spending issues but as a whole Wal-Mart with its domestic and international foundations gave cash an in kind gifts in the amount of $423 million in support of communities around the globe. 
Now before we go running off applying for a job at Wal-Mart let us now begin analyzing what the numbers have to say about Wal-Mart’s real diversity profile given gender, ethnicities, age and or disabilities.  I now bring your attention to Appendix A, Figure 1, rendered from U.S. Wal-Mart’s 2008 equal employment opportunity (EEO-1) survey data table at the end of the report. The first thing noticeable on figure 1 is that women hold a more dominant role in the U.S. Wal-Mart stores across every ethnicity with a total of a 60% advantage for women associates with men trailing at 40%. You will note also in Figure 1 across both tiers men and women alike the stacking ratio of the bars are similar for both men and women for example when dividing the percentage number of African American men 7.08 by the Caucasian percentage number of men 26 you have 0.27 to used as a ratio. When you do the same for women given percentage numbers of 10.63/39=0.27 to use as a ratio it is easy to see that although the scale is higher for women the ratio of ethnicities is virtually identical to the men in all respects. The real concern I had for the EEO-1 survey data was the absence of age and disability related information. But then the absence of disability an especially age related data is not a surprise in a report for the American Association of Retired People (AARP) Elmer (2009) states. “Age discrimination cases can be hard to prove—they’re seldom as overt as race or gender discrimination cases, which generally have clearer evidence, including supervisor’s comments or behavior.” You might call age discrimination or age bias as it is otherwise known as a silent form of discrimination. But let’s move on from here concerning Wal-Mart.

We now do a little comparison of the above Figure 1 data to Figure 2 in Appendix A, Note for Figure 2 the numbers are in the thousands as the 2008 total U.S. civilian labor force numbers derived from the U.S. Department of Commerce Bureau of Labor Statistics (BLS) data. Like Figure 1 data Caucasian’s have a dominant presence with the overall numbers in Figure 2. The ratio between the African American labor force number of 15,953 and the Caucasian labor force number of 119,126 dividing 15,953 by 119,126 equals a ratio of 0.13 and when comparing this ratio to the Figure 1 ratio data above turning it into a percent dividing 0.13 by 0.27 times 100 equals 48.15%. This means that Wal-Mart has employed 51.85% more African Americans compared to Caucasians above what is seen with the BLS data. 

Moving on in Appendix A, to Figure 3, let’s analyze the total workforce percentages for 2008 between the BLS data comparing it to U.S. Wal-Mart employee data across four ethnic group’s Caucasian, Hispanic-Latino, African American and Asian numbers. First with Figure 3 it is easy to see the comparisons. Using the same division and percentage process as noted in the above paragraph I shall lay out the numbers as efficiently as possible. For Wal-Mart Caucasians 65/73=0.8904(100) =89.04~100-89.04=10.96% thus Caucasians fall 10.96% below BLS numbers. For Wal-Mart Hispanic-Latinos 12/13=0.9231(100) =92.31~100-92.31=7.69% thus Hispanic-Latinos fall 7.69% below BLS numbers. For Wal-Mart African Americans 18/10=1.8(100) =180-100=80.00% thus African Americans rise 80.00% above BLS numbers. For Wal-Mart Asians ¾=0.75(100) =75.00~100-75.00=25.00% thus Asians fall 25.00% below BLS numbers. We now have a good understanding about how these ethnic groups at U.S. Wal-Mart fit in accordance to the overall BLS standings. Several ethnic groups Native Americans, Native Pacific and two or more mixed group workforce population numbers were not seen in the BLS data. I refer to that as fine tuning which is something that U.S. Wal-Mart has done. 

From Wal-Mart’s 2009 global sustainability report I acquired some hard data concerning U.S. Wal-Mart associates by gender, ethnicity, female management, minority management and finally data of U.S. Wal-Mart associates age 50 and over. The total 2009 number of U.S. Wal-Mart associates was 1,454,599 employees with a total management staff of 66,170 associates. Moving on in Appendix A, to Figure 4 I have displayed the data in terms of percentages across all of these groups. With the men verses women data it is clear to see that 60% to 40% dominance. With ethnicities it is clear Caucasians lead at the base where African Americans, Hispanic-Latinos, Asians, Native Americans and Native Pacific’s flowing up the column in descending percentages. Than finally the number of 431,000 is reviled on ages 50 and older for U.S. Wal-Mart associates where it is displayed as 29.63% of U.S. Wal-Mart associates are ages 50 or older. Then we are off to female managers holding 40.79% of management associate positions. It is interesting to note the gender difference column and the female manager’s column virtual inversion where by gender women hold a major role of 60% of the associates while as female manager’s they hold a minor role of 40.79% of associate management positions. Here with U.S. Wal-Mart management men hold a 59.21% dominant role a reversal from the norm across the company. Finally U.S. Wal-Mart minority management is displayed at the top of the column as 25.23% of associate management positions held. 
When trying to ascertain whether age is playing a part with any of Wal-Mart’s decision making processes I needed to analyze what the BLS numbers are showing about the subject. Moving on in Appendix A, to Figure 5, I have summed up a few of the older age groups noted by the data of fully employed workers from the 2008 data showing a total number in the thousands of 145,368 workers. But I found that their age categories are different than Wal-Mart’s. Where, Wal-Mart has ages 50 and older the BLS data shows 45 to 54 years of age and 55 years of age and older. It is a little like mixing apples and oranges all that can be hoped for as we proceed ahead is close approximations. Noting Figure 5 observing across from the total column to the male column and the female  column for workers for all 16 to 44 and 45 to 54 and 55 years of age or older all columns display similar percentage ranges in each category with descending percentages moving up the columns increasing with age. This exercise is not futile as we utilize the data to establish percentages of each worker category which is used to form a ratio of close comparison with Wal-Mart data moving forward. The total BLS data shows that 18.43% of workers are 55 years of age or older compared to 23.75% of workers are found from the 45 to 54 years of age category thusly the 16 to 44 years of age category holds a commanding 57.82% of fully employed U.S. workers. 

Moving quickly along in Appendix A, to Figure 6 we see the 2009 U.S. Wal-Mart diversity in age percentages being displayed where age 49 and younger hold 70% of the associate positions and age 50 and older hold 30% of the associate positions. Now we go to Figure 7 where the BLS data rendered in Figure 5 comes into play now displayed as percentages for use in comparison with the Wal-Mart data from Figure 6. Now discounting the green sections from both Figure 6 and Figure 7 of the younger workers we use what is most relevant the yellow and orange sections of the older workers in Figure 6 and Figure 7 merging the data together in Figure 8 noting that on the BLS side there is five more years of data starting at 45 years of age thus you might expect it to have a greater percentage value as is what is seen as 58% to Wal-Mart’s 42% starting at 50 years of age and older. Given the age differential knowing that this is only an approximation I would say that U.S Wal-Mart is at a relative par with U.S. Bureau of Labor Statistic data for the age range represented thus my finding is that the original perception of age discrimination being practiced by Wal-Mart is not indicated through the data shown in Figure 8. One might ask isn’t it really like mixing apples and oranges using BLS data from 2008 comparing it to Wal-Mart data from 2009, the reason I did this was a an investment in time allocation issue. I had already compiled the 2008 BLS and EEO-1 Wal-Mart data before finally running into the age related data in the 2009 Wal-Mart sustainability report. If I had another week added on for the assignment and a day or two off from work to switch up from 2008 to 2009 data that would be nice. I just don’t have the luxury of time to rectify this issue. Because of this time issue I must also drop the comparisons to other companies I had in mind to do from the outline. But the answer the apples and oranges question is counterintuitive, yes the data is a year apart from each other but given the scale of the data on both sides little overall change in data profile can be expected perhaps a percentage point or two and given that this has become an exercise of approximations I would conclude that the data indicated is within a reasonable ballpark number.     

So what is the concern with age in diversity?

Elmer (2009) asserts that 24,580 charges were filed with the EEOC for the fiscal year of 2008 jumping as Elmer states “…29 percent over the 2007 total for age discrimination, and even higher than the 15 percent rise in discrimination charges overall, which include claims by race, sex and disability.” And, of the issue of age discrimination Doyle (n.d.) states “In addition, to being considered "old," experienced candidates are some times considered more of an expense (higher salary, pension, benefits costs, etc.) than a younger applicant would be.” Also stated in the article titled How old is too old (Doyle, n.d.) “…job seekers are reporting age discrimination beginning as early as the mid-thirties.” So there is a sense of concern across the labor force that aging is a growing problem of staying employed in the U.S. Yet there is a hopeful light at the end of this tunnel in a research article title Age bias in the American workplace, a “fact of life” enters its own phased retirement age researcher Skladany (2007) has posted a statement in the editor’s notes by Tim Driver the Founder & CEO of RetirementJobs.com who commissioned the Skladany study concerning the phrase about age bias in the title “its own phased retirement”  states “employers, meanwhile, are increasingly understanding the merits of hiring or retaining older workers who relate well to customers, are dedicated, turn over less than younger employees, are often more productive, and hold valuable institutional knowledge and lessons learned through their career experience.” So attitudes are changing concerning the issue of age bias in the workplace as Driver also says “This is welcome, and frankly overdue, change in attitude among employers. It is driven first by economic necessity-yet its by-product is important for our society and workforce.”
Summation

In this summation process as Special Assessor reporting to the EEOC on possible age discrimination practices at U.S. Wal-Mart Stores, Inc I am charged to compare my findings to the protections laid out in the Age Discrimination in Employment Act (ADEA) of 1967 to determine whether any violations have occurred before the filing of any claim may be necessary. The ADEA prohibits decisions about hiring, firing, layoffs, pay, benefits, promotions, demotions, performance reviews, or any other condition of employment by employers from discriminating against individuals because of age with the bar set at age 40 and over (AARP outreach & service, 2009). There are four areas set by the ADEA as discrimination markers one if not all must be met as criteria before any claim can be filed. Those ADEA markers are: 

1. Job ads or recruitment materials cannot mention age or say that a certain age is preferred. 

2. Employers cannot set age limits for training programs. 

3. Employers cannot retaliate against workers who file charges of age discrimination or who help the government investigate age-discrimination charges. 

4. Except for a few very narrow exceptions, employers cannot force employees to retire at a certain age. 

I shall now discuss each of the ADEA markers and relate them with what is known from above and previous work leading up to this assignment. For marker 1 of the images seen of younger people now where was a mention of age in any context for hiring. For marker 2, I saw no age limits set in any of Wal-Mart’s information to date. For marker 3, from the diversity, sustainability and or EEO-1 reports issued by Wal-Mart I noted no acts of retaliation or any noted filed chargers of age discrimination. For marker 4, I saw no early retirement policies, plans or notices based on age.   
The ADEA has one more point to consider and that is the term “disparate impact” which the ADEA states are: “Policies or practices that have a significantly adverse impact on older workers are unlawful unless the employer can prove that they are based on a reasonable factor other than age.” From all of the data attained and charts rendered leading to Figure 8 in Appendix A, I see nothing adverse in terms of impact from the older employee’s at U.S. Wal-Mart Stores, Inc. given the near matching profile of relative age groups to the BLS data.  In fact Figure 3 helps to determine confidence with this last statement as other areas of diversity with ethnicities are also showing at a relative par plus or minus between BLS and Wal-Mart data. The only area of concern is with the apparent absence of date with those of disabilities. In the 2008 U.S. Wal-Mart’s diversity and inclusion report I did note the presence of an image where store co-manager Kenny Maestas of store 1273 in Fountain, Colorado is displayed sitting in a wheelchair in a section titled Making a difference (p.13) so it is obvious that Wal-Mart is addressing the disability issue.    
Conclusion
Diversity issues are a continuing issue across society and business where changes in attitudes are mounting about the benefits of inclusion across all of its elements where research points to advantages and disadvantages alike (McShane and Von Glinow, 2010, p.21). As for age discrimination being sighted at U.S. Wal-Mart Stores, Inc I go back to the two terms applied to diversity surface-level diversity and deep-level diversity. When first observing Wal-Mart the career job website the images displayed were primarily of younger people this of course was a surface-level diversity perception that what Wal-Mart was looking for was younger and not older employees. After researching the numbers and analyzing the deep-level diversity profile of U.S. Wal-Mart Stores, Inc I conclude that the associate employees ages 50 and over do have a comparable representation to the U.S. Labor Statistic data across the same relative age groups. I would recommend to the EEOC that the matter of age discrimination as was perceived at U.S. Wal-Mart Stores Inc be dropped pending further evidence to the contrary of course.   
What I see at the U.S. Wal-Mart Stores, Inc is a company struggling with the whole issue of diversity. Taken from Wal-Mart’s 2008 diversity and inclusion report data in Figure 9, Appendix A, displays the increase in training seminars on the issue of diversity from 78 seminars in 2005 to 360 seminars in 2008 in my view these training seminars on diversity have had a corresponding effect in awareness to the degree as displayed in Figure 10 that Wal-Mart is now being recognized by different agencies and organizations receiving awards for corporate diversity practices from 4 diversity awards in 2004 to 37 diversity awards in 2008 and of course one cannot ignore the fact that age as a factor is a part of the structure of those diversity awards.     
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To the left is the organizational chart for the role of Special Assessor of U.S. Diversity as assigned by the EEOC and in cooperation with Wal-Mart’s head U.S. Office, here I shall act as both advisor and investigator within the framework of Wal-Mart while reporting my findings to the EEOC. Here I will investigate any claims looking for any leads from acquired data. 
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