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Final Portfolio Project:  EEOC v. Target Corp. 

 In the early 2000’s, the Equal Employment Opportunity Commission (EEOC) charged 

Target Corporation with a violation of Title VII of the Civil Rights Act of 1964 by engaging in 

race discrimination (Walsh, 2013).  Particularly to the section under unlawful employment 

practice for an employer which states “to fail or refuse to hire or to discharge any individual, or 

otherwise to discriminate against any individual with respect to his compensation, terms, 

conditions, or privileges of employment, because of such individual’s race, color, religion, sex, 

or national origin” (EEOC, 2014).  Further, “the EEOC also alleged that Target violated the Act 

when it failed to make and preserve records relevant to the determination whether unlawful 

employment practices had been, or were being, committed” (Walsh, 2013, p. 113).  The district 

court denied the EEOC’s motion and dismissed the action, but the EEOC appealed to the seventh 

circuit appeals court where the ruling was reversed and remanded. 

 According to this lawsuit, James Daniels, Jr., an African-American, applied for and was 

interviewed for an Executive Team Leader (ETL) position at Target but did not get the job.  

“Target claimed he did not meet the requirements for an ETL position based on his ELITE 

interview, but did not produce the ELITE interview forms for Daniels and did not explain how 

he failed to meet those requirements” (Find Law, 2014).  In addition, a Target Store Team 

Leader (STL) named Matthew Arminger refused to schedule interviews for three African 

American applicants seeking ETL positions because of their race.  Kalisha White, Ralpheal 

Edgeston, and Cherise Brown-Easley all applied for ETL positions in early 2001.  However, 

each had a similar interaction with Mr. Arminger who initially called the applicants asking them 

to return his call to which he either was too busy to speak to them or never returned their calls.  

In some cases, he scheduled a phone interview and never called at the scheduled time.  The 
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EEOC claimed that Mr. Arminger knew the applicants were African American based on 

information included in their resumes.  In the following paper, I will analyze and determine the 

errors made on the part of Target’s management, prepare a policy statement for management 

approval related to this issue, cultivate a communication plan, and develop a timeline for 

implementing, monitoring, and controlling the plan. 

Management Errors 

 There were several errors made by management associated with this case.  This first was 

associated with records retention.  “Application forms and any other records produced in the 

hiring process must be kept at least a year from when a hiring decision is made” (Walsh, 2013, p. 

112).  It is obvious from this case that there is or at least were issues with this process related to 

Target’s practices where recruiters are to submit the information to Brass Ring, the company’s 

nationwide recruitment website.  This is a serious issue because if Target was to be charged with 

discrimination, there would be no guarantee that they would be able to produce the required 

records.  For instance, if some Target stores are not following the protocol for the hiring process 

related to applications, how are we to know that they are complying with I-9 law verifying 

employment eligibility of newly hired employees?  This issue opens a wide door to many other 

possible violations that Target becomes vulnerable to.   

The second issue at hand is the interview process.  Target utilized an “ELITE” interview 

process during this time period that utilized a written test called a PDI and three rounds of one-

on-one interviews (Find Law, 2014).  Target claimed that PDI results were a prerequisite for 

hiring, but did not guarantee employment.  More emphasis was placed on performance in the 

interviews with each interviewer scoring an applicant.  Following the interviews, the 

interviewers met for a consensus meeting to discuss applicants using scores as a guide in hiring, 



FINAL PORTFOLIO PROJECT  4 

but not directly comparing scores.  “Thus, the interviewers may choose to hire an applicant who 

had a total score that was lower than another applicant not chosen” (Find Law, 2014).  The fact 

that interviewers are not comparing their individual scores is an issue.  Further, why go through 

this process of scoring applicants if the scoring process does not determine those you will hire? 

Another issue for me personally as a human resource professional is that I believe it is 

imperative to always keep my appointments or at the very least, reschedule them.  The interview 

process is one of the first impressions that applicants have of your organization, and when you 

do not follow through with the interview, it appears careless and as if you do not value the 

process.  The major issue within this case related to the interview process was consistency.  

Target was not consistent in using the PDI as a prerequisite for hiring nor were they utilizing the 

scoring method in place for determining whom they would hire.  In addition, Mr. “Arminger 

claims that he failed to interview White because he was ‘too busy’ with his management duties 

when she called” (Find Law, 2014).  However, shortly afterwards, he took a call from a fictitious 

applicant created by Ms. White named Sarah Brucker who was apparently white.  This sort of 

behavior on the part of Mr. Arminger as a Store Manager is unacceptable.  In my opinion, this 

raises questions on his handling, as well as other Store Team Leaders related to their handling of 

concerns on behalf of customer relation issues.   

I suggest that a form of corrective action that Target undertake in order to avoid possible 

instances like this from happening again in the future would be to require that all applicants 

complete an online application.  This would mean not accepting any paper copies of applications 

and/or resumes in the stores.  It was stated that the Brass Ring system does not store information 

related to the district an applicant applied within or the position they applied for (Find Law, 

2014).  I believe that having all applicants submit an application directly to the Brass Ring 
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system would allow for better record keeping and reporting process for the future.  Further, this 

would take the burden of responsibility off of recruiters to submit the resumes to the Brass Ring 

system altogether. The system could fully function and manage the hiring process for recruiters 

even letting them know of missing elements from the applicant as they move into the payroll 

system.   

Proposed Policy Statement for Management Approval 

In order to make all of our team members and leaders successful, the following policy 

recommendation is before the management team of Target Corporation.  Over the next several 

months, we will begin employing a new process related to applicants and the interview process at 

Target.  Effective immediately, applications and resumes are no longer to be submitted in stores.  

Instead, applicants should be directed to Target.com to complete an online application as well as 

submit their resumes there.  This will ensure that ALL applications and resumes are placed in 

Brass Ring, our employment recruitment and tracking system.  Further, Target has adopted a 

code of ethics that includes a commitment to lawful and ethical business practices.  This includes 

everyone who works within Target Corporation as each team member is expected as well as 

obligated to act with integrity and honesty at all times (Target, 2013).  By having clear business 

conduct expectations for employees, we are able to encompass an environment that cares about 

everyone from employees to customers.   

Communication Plan 

"It is up to leaders to develop and communicate a clear image of the future state" (Nadler, 

1998, p. 105).  In this particular case with Target, one of the challenges they face relates to their 

size.  Target Corporation is an upscale discount retailer that provides high-quality merchandise 

and services to consumers for an affordable price (Target, 2013). The Minneapolis-based 
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Corporation serves guests in over 1,750 stores in 49 states nationwide.  Therefore, effective 

communication will be key.  This communication should originate in the form of a memo to all 

team leaders and associates from the president and CEO of Target Corporation.  In addition, 

Regional Human Resources Mangers should be in contact with all of their districts to discuss the 

change and address any questions they may have.  On-going communication with existing staff 

including Regional Team Leaders, STL, and ETL should continue throughout the 

implementation of this process.  This will allow for an effective trickle down of information from 

team leaders to all Target associates related to the changes in process.   

In addition, I think this would be a good time for the leadership at Target to revisit the 

mission, vision, and values of the organization and remember just what they are there for.  The 

mission/vision of Target Corporation “is to make Target your preferred shopping destination in 

all channels by delivering outstanding value, continuous innovation, and exceptional guest 

experiences by consistently fulfilling our Expect More Pay Less® brand promise” (Target, 

2013).  I believe this relates to the culture at Target and how the information will be received 

moving forward.  An organizational culture can be explained as the relationship between the way 

people do their jobs, how they relate to their coworkers, and how they interact with their 

customers, but also the organization's overall performance (Nadler, 1998).   

New Policy Implementation Timeline 

 The final piece of this plan is an implementation timeline.  Once a timeline is complete, it 

can be used to determine how the outcomes of each action will be evaluated including when 

and/or how often.  This is crucial as issues can and do arise.  For example, the proposed policy 

established in this plan may need to be changed due to factors that are unknown at the time this 

plan was created.  In addition, it might find resistance from team leaders that had not been 
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anticipated.  As I mentioned previously, Target has a unique setup with over 1,700 stores across 

the United States.  This alone cannot be a reason for failure.  To combat any sort of resistance 

and proactively address issues, the Regional Human Resources Manager will need to develop a 

plan for action related to training and compliance of any team leaders who will be responsible for 

recruiting in their districts.  Finally, I believe that it is always a good practice to review a plan for 

revisions after implementation in order to prevent a waste of resources but most importantly to 

avoid any sort of possible legal recourse. 

 Table 1: Implementation Timetable 

Time Frame Objective 

Immediately 
 

No longer accept applications and/or resumes in 
stores; instead direct applicants to Target.com to 
complete an online application and submit their 

resume there. 

Within 30 days 
 

Regional HR Managers will reach out to their 
districts to address any questions or concerns 

from Team Leaders. 
 

Evaluate the hiring process and finalize the plan 
for action related to training and compliance. 

 
Set milestones for monitoring the process and its 

overall effectiveness. 

Within 90 days 
 

Regional HR Managers begin monitoring and 
tracking against milestones.  

 

Within 6 months 
 

Evaluate the overall effectiveness of the policy 
change and determine if any additional changes 

are required at that time. 
 

Ongoing 
 

Monitor the process including feedback from 
Regional HR Managers on the process and make 

adjustments as needed. 
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Conclusion 

This case did not end well for Target Corporation once the district court ruled ultimately 

ending the six-year old litigation in 2007.  “Target agreed to pay a total of $510,000 to Kalisha 

White, Ralpheal Edgeston Brown, Cherise Brown Easley, and James Daniels, Jr. – African 

Americans who were denied jobs as assistant store managers in 2000 and 2001” (EEOC, 2007).  

As part of the decree, Target also consented to adjust its document retention policies including 

the training of supervisors on employment discrimination and record keeping.  I concur with the 

judgment of the court especially with the adjustments that Target agreed to make to its hiring 

process.  These changes will not only be beneficial to future applicants of Target, but also to the 

corporation as a whole. 

Gregg W. Steinhafel is the current chairman of the board, president, and chief executive 

officer of Target Corporation.  Mr. Steinhafel understands the importance of cohesion and a 

diverse workforce as he advocates teamwork and community engagement on a much larger scale 

across the board at Target. Going on the record as having said, “A high-performing, diverse, 

passionate and resilient team is a business imperative” (Diversity Inc., 2013).  Clearly, Mr. 

Steinhafel has helped Target to overcome the issues they faced in the early 2000’s as shown by 

the company being acknowledged by top industry publications as a leader in the areas of 

diversity and inclusion, corporate social responsibility, philanthropy, environmental issues, and 

innovation (Diversity Best Practices, 2011).  “Businesses thrive in strong, diverse communities, 

and Target’s longstanding record of community engagement and corporate social responsibility 

is a source of pride for our team and a hallmark of our brand,” said Gregg Steinhafel. "We are 

honored to be recognized for our commitments to responsible corporate citizenship and to 

fostering an inclusive culture” (Diversity Best Practices, 2011).   
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