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IBM's Diversity Policies and Alleged DiscriminaƟon  

Note: This case is currently under liƟgaƟon and remains hypotheƟcal in key aspects. It is presented to 
sƟmulate reflecƟon on the integrity-related tensions that can arise from organizaƟonal culture and 
policy implementaƟon.  

  

a. DescripƟon:  

In August 2024, former IBM senior consultant Randall Dill filed a lawsuit alleging wrongful 
terminaƟon under the guise of diversity efforts. Dill claimed that despite a successful sevenyear 
tenure, he was placed on a performance improvement plan and ulƟmately terminated—not due to 
performance, but to meet internal diversity benchmarks.  

The case raises broader cultural quesƟons about the balance between promoƟng workplace diversity 
and ensuring fair, performance-based treatment of all employees. The allegaƟons suggest that 
diversity-driven decisions may have unintenƟonally undermined percepƟons of fairness and integrity 
in internal decision-making.  

In March 2025, U.S. District Judge Hala Jarbou ruled against IBM’s moƟon to dismiss, allowing the 
case to move forward to trial.  

  

b. LocaƟon and Date:  

• LocaƟon: United States (Michigan)  
• Misconduct alleged: Prior to 2024  
• Lawsuit filed: August 2024  
• Court ruling on moƟon to dismiss: March 2025  
• Case status: Ongoing  

  

Cultural Aspects of Integrity at IBM  

• Misguided ImplementaƟon of Values:  
 The case highlights potenƟal misalignment between IBM's public diversity goals and the 
internal execuƟon of those policies. It raises the quesƟon of whether noble intenƟons can 
have unintended ethical consequences if not carefully balanced with fairness and 
meritocracy.  

• Lack of Transparency in Decisions:  
 AllegaƟons suggest that the company did not clearly communicate performance reasons for 
terminaƟon, eroding trust in HR and leadership decision-making processes.  
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• Unintended Integrity Tensions:  

 Even when aimed at correcƟng historical injusƟces, corporate programs must be 
implemented with procedural integrity. When employees feel that fairness is compromised, it 
can damage organizaƟonal culture—regardless of intenƟon.  

  

Impact / Outcome  

• Legal Standing:  
 The court's refusal to dismiss the case signals judicial openness to review how diversity 
iniƟaƟves intersect with anƟ-discriminaƟon law.  

• Cultural Debate Intensified:  
 The lawsuit sparked public debate about how diversity, equity, and inclusion (DEI) strategies 
should be designed to prevent the percepƟon—or reality—of reverse discriminaƟon.  

• ReputaƟonal Risk:  
 The case has brought IBM’s internal pracƟces under scruƟny, raising quesƟons about its 
leadership culture, values alignment, and ethical oversight.  

  

Judgments / PenalƟes  

• As of March 2025, the case remains in liƟgaƟon.  
• PotenƟal outcomes may include:  

o Financial compensaƟon for the plainƟff if discriminaƟon is proven o Legal 
mandates to review or adjust internal DEI pracƟces to comply with anƟdiscriminaƟon 
laws  

  

Integrity Issues  

• Fair Employment PracƟces:  
 Integrity in culture requires that every employee—regardless of background—feels confident 
they are evaluated and treated based on transparent, merit-based standards.  

• Corporate Governance & Policy Oversight:  
 Diversity and ethics must work in tandem. Leadership is responsible for ensuring that well-
intenƟoned policies do not lead to ethical blind spots or systemic inequiƟes.  

• Trust and Transparency:  
 Decisions, especially those involving terminaƟon or advancement, must be clearly 
documented and communicated. A breakdown in transparency undermines organizaƟonal 
integrity.  



Integrity Moments Week of Integrity 2025  

      
  

Public Response  

• The case has sparked divergent reacƟons:  
o Some advocacy groups support the need for strong diversity acƟon to correct 
historical imbalances. o Others argue that fairness must apply equally, cauƟoning that 
imbalanced implementaƟon can erode trust, morale, and legal standing.  

• The corporate and legal communiƟes are watching closely, as the outcome may influence 
how diversity programs are structured and communicated in the future.  

  

ReflecƟon QuesƟons  

• How do your organizaƟon’s diversity goals align with your ethical values and HR processes?  
• Are employment decisions clearly documented and Ɵed to consistent performance criteria?  
• Do employees believe promoƟons and terminaƟons are fair—and are these beliefs regularly 

assessed?  
• Is there room in your workplace culture to discuss tensions between fairness and inclusion 

without fear or polarizaƟon?  
• How do leaders evaluate the cultural and ethical impact of well-meaning policies before 

implementaƟon?  
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