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Executive Summary
Walmart is the world's largest retailer, operating 11,368 stores in 28 countries and employing approximately 2.2 million people. A centralized Human Resource Team at Walmart is responsible for all HR activities, including recruiting, onboarding, training, payroll, and employee relations. This report critically evaluated Walmart's employee well-being priority area and provided feasible recommendations for how the HR function can improve this area. It assessed why employee well-being is a priority area, identified any current weaknesses, and explored the impact of these weaknesses on the organization. It also examined the benefits of improving employee well-being in the organization.

Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory were used to understand how to motivate Walmart employees and create an environment that encourages higher performance levels. However, Walmart's main current shortfalls of employee well-being are low wages, lack of benefits, and inadequate hours. These shortcomings can lead to decreased productivity and engagement, increased absenteeism, higher turnover, and reduced customer and client satisfaction. Poor safety standards and short breaks can increase Walmart employees' risk of injury and illness, leading to reduced productivity, increased costs for insurance, and costly lawsuits. As a result, Walmart's employee wellbeing is a priority area that needs to be addressed to ensure the business's success. 

Several advantages to improved employee well-being include increased profits, reduced absenteeism, increased productivity, improved customer service, and better-quality products. For example, Improved employee wellbeing can help foster a more positive organizational culture. Employees who feel supported and valued are more likely to be engaged and motivated to work hard, leading to improved performance, better customer service, and increased profits. Improving employee wellbeing benefits both the organization and its employees, leading to increased engagement, customer service, and retention, as well as decreased absenteeism and reduced costs. By addressing these weaknesses and investing in the well-being of its employees, Walmart can ensure its continued success.

To improve the investment in the well-being of its employees, Walmart should utilize several frameworks, such as strategic HRM, the Harvard HRM Model, Ulrich and Brockbank's model and AMO model. Some of the recommendations to curb the shortfalls include the following:
1. Walmart should raise salaries for its workers so that they may afford necessities and support their families. To achieve this goal, salaries can be raised to cover the rising living costs, or a "living wage" might be established. This will make workers happier and boost their output and dedication to the company. Staff morale and productivity may increase due to increased spending on basic requirements. As a result of receiving a raise, workers may be more motivated to go the extra mile for their clients. 
2. Enhance employee benefits and training: Walmart must do a better job of taking care of its staff by increasing health insurance, retirement plans, vacation time and training programmers. Workers' needs will be met, and they'll be able to set goals and prepare for the future. Preventable diseases and financial stress can be mitigated by having ready access to quality medical care. In addition, allowing staff some time off with pay may boost morale and productivity.
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1.0. [bookmark: _Toc130615053]Introduction
Employee well-being is a crucial element of Human Resource Management (HRM). It is an area of increasing importance in the modern workplace that organizations are increasingly addressing. Walmart is one of the world's largest retailers, operating 11,368 stores in 28 countries and employing approximately 2.2 million people. At Walmart, a centralized HR Team handles the HRM function. This team is responsible for all HR activities, including recruiting, onboarding, training, payroll, and employee relations. This team is led by an HR Director, Donna Morris, and is supported by various HR professionals. The HR Team is responsible for developing and implementing all HR policies, processes, and programs and ensuring compliance with all relevant laws and regulations.
Additionally, the HR Team works closely with other departments to ensure the most effective use of resources and support of Walmart's overall business strategy. The HR Team also has representation at the executive level, with a member of the team often sitting on the Walmart Board of Directors (Pawar, 2019). This report will critically evaluate Walmart's employee well-being priority area and provide feasible recommendations for how the HR function can improve this area. It will assess why employee well-being is a priority area, identify any current weaknesses in this area, and explore the impact of these weaknesses on the organization. The report will also examine the benefits of improving employee well-being in the organization. Finally, the report will provide recommendations for improving the HR function of Walmart's employee well-being priority area.
2.0. [bookmark: _Toc130615054]Organization Overview
Walmart is an American multinational retail corporation that operates a chain of hypermarkets, discount department stores, and grocery stores. Headquartered in Bentonville, Arkansas, the company was founded by Sam Walton in 1962 and incorporated on October 31, 1969. It is the world's largest company by revenue, with US$514.405 billion in 2020 (Walmart, 2022). As of April 30, 2021, Walmart had 11,368 stores and clubs in 27 countries under 55 names. Walmart employs 2.2 million people globally, making it the largest private employer in the world. The company provides employees a safe, healthy, and positive working environment. Walmart has a comprehensive Employee Well-being Program designed to support employees, help them reach their full potential, and ensure their well-being and safety. The program includes a variety of initiatives, such as on-site health screenings and wellness events, an employee assistance program, and an employee recognition program (GlobalData, 2023). Walmart is also committed to diversity and inclusion, with various initiatives to ensure that all employees are treated fairly and equally. This includes training programs to increase awareness of unconscious bias, a recruitment process focused on identifying diverse talent, and a range of employee resource groups to enable employees to connect and share experiences.
3.0. [bookmark: _Toc130615055]Improving Employee Well-being
Human Resource Management emphasizes employees' mental and physical health (HRM). Companies like Walmart, which employs many people, will find this particularly useful. With more than 2 million employees, Walmart is the largest private employer in the United States. Employee well-being is crucial to ensure that all Walmart workers are healthy, motivated, and interested.
3.1. [bookmark: _Toc130615056]Maslow's Hierarchy of Needs
Maslow's Hierarchy of Needs is a psychological, motivational theory that suggests that humans are motivated to fulfill five basic needs (Bowen, 2021). These needs are often arranged in a pyramid, with the most basic needs at the bottom and the most complex needs at the top. This theory can be used to understand employee engagement and how employers can motivate employees to achieve higher performance levels.
[image: Maslow's Hierarchy Needs | Wellness Needs | Maple Grove Therapy]
Figure 1 Maslow's Hierarchy of Needs (Bowen, 2021)
At the bottom of the hierarchy are the physiological needs, which include food, water, and shelter. These are the most basic needs and must be met for an employee to be motivated to work. Walmart can meet these needs by providing a safe and comfortable working environment, adequate pay, and access to food and water (Baldonado, 2021).The next needs are safety needs, which include security, protection, and order. These needs must be met for employees to feel safe and secure. Walmart can meet these needs by providing a safe work environment, job security, and clear expectations.
The third level of needs is social, which includes belonging, acceptance, and love. These needs must be met for employees to feel connected to their job. Walmart can meet these needs by creating a sense of community among employees, providing opportunities for team building, and encouraging employee collaboration (Berthiaume, 2022). The fourth level of needs is esteem needs, which include respect, recognition, and self-worth. These needs must be met for an employee to feel valued and appreciated. Walmart can meet these needs by providing recognition for excellent performance, rewards for meeting goals, and opportunities for career advancement.
The fifth and highest level of needs is self-actualization, which includes self-fulfillment, growth, and development. These needs must be met for employees to feel satisfied with their job. Walmart can meet these needs by offering job enrichment, professional development opportunities, and a culture of continuous learning and improvement (Chang et al., 2021). By understanding Maslow's Hierarchy of Needs and how it applies to employee well-being, Walmart can better understand how to motivate its employees and create an environment that encourages higher performance levels.
3.2. [bookmark: _Toc130615057]Herzberg Two Factor Theory
Herzberg's Two-Factor Theory is a widely accepted theory of motivation in the workplace and is often referred to as the "Hygiene-Motivation" theory. This theory states that two distinct components affect employee motivation and satisfaction: hygiene factors, responsible for preventing dissatisfaction, and motivators, accountable for creating satisfaction (Ahmed & Sultan, 2022). Hygiene factors include salary, working conditions, and job security, and they are necessary for job satisfaction but do not necessarily increase motivation. Conversely, motivators include recognition, advancement, and responsibility, which can lead to increased motivation and job satisfaction.
[image: ]
Figure 2 Herzberg Two Factor Theory (Ahmed & Sultan, 2022)

The theory suggests the workplace should provide hygiene and motivators to ensure employee well-being. Without hygiene factors, employees will likely experience dissatisfaction, leading to low morale and productivity. However, focusing only on hygiene factors will not be enough to motivate employees. Walmart must also provide motivators to create a positive work environment and foster employee satisfaction. Motivators can be provided in various ways, including offering recognition and rewards for good performance, opportunities for advancement, and giving employees a sense of responsibility. Recognition can be provided through positive feedback, promotions, or awards. Opportunities for improvement can be offered through training programs and internal promotions (Mendly-Zambo et al., 2021). Responsibility can be given by assigning challenging tasks and providing employees with decision-making authority. By providing hygiene factors and motivators, Walmart can create an environment conducive to employee well-being (Lindsley, 2023).
4.0. [bookmark: _Toc130615059]Current Shortfalls of Employee Well-being in Walmart
Walmart's wellness program has a lot of problems, but the biggest one is that it doesn't pay its workers enough. According to Neumark et al. ( 2022), 55% of current and former Walmart employees said their wages are insufficient to meet ends. Additionally, 73% of respondents said their hours were unpredictable, and 60% said they could not take time off when needed. The survey also found that 53% of respondents said they were forced to work while sick, and only one in five felt they had enough hours to support themselves and their families. Walmart does not give its employees sufficient hours in addition to low pay and few perks. Others have claimed that Walmart routinely schedules workers for fewer than 40 hours a week, preventing them from earning overtime. Workers may suffer significantly (Pandey et al., 2021). As a result, it was losing access to resources necessary to meet its most fundamental requirements. Walmart employees have difficulty making ends meet due to low earnings and a lack of benefits.
4.1. [bookmark: _Toc130615060]Impacts of the Shortfalls on Walmart
Low wages and lack of benefits can make it difficult for Walmart employees to meet ends. The Ulrich and Brockbank model of employee well-being emphasizes that employee well-being is a critical component of organizational success. When well-being is compromised, organizations suffer in a variety of ways. This can lead to decreased productivity and engagement, increased absenteeism, higher turnover, and reduced customer and client satisfaction (Tatarkiewicz & Powell, 2019). These issues can have an adverse effect on the organization's financial performance
In 2019, Walmart reported struggling with employee burnout, absenteeism, and turnover due to a lack of employee well-being programs (Adams, 2019). The company has lost $300 million in the past year due to these issues, with $75 million attributed directly to employee burnout. Walmart has also reported decreased worker productivity and morale, resulting in an additional $225 million in losses. Additionally, Walmart saw increased safety incidents due to fatigue and burnout, resulting in a further $20 million yearly loss (Johnson et al., 2019). 
Poor safety standards and short breaks can increase Walmart employees' risk of injury and illness. This can lead to reduced productivity, increased costs for insurance, and costly lawsuits. In 2020, Walmart's stock price dropped by over 3% due to concerns over employee well-being issues. This starkly contrasts the S&P 500, which rose by 14% during the same period. (Kille & Denise-Marie, 2022).
5.0. [bookmark: _Toc130615061]Advantages of Improved Employee Well-being
First, improved employee well-being can lead to increased profits in the organization. Studies have shown that when employees are engaged, they are more likely to have higher job satisfaction, increased loyalty, and increased productivity. This could mean higher profits and a more successful business at Walmart. (Wright & Huang, 2012) Engaged employees are more productive, creative, and motivated to do their best work. This can lead to better customer service, improved efficiency, and better quality products. 
Improved employee well-being can reduce absenteeism. When employees are well-cared for and feel respected, they are more likely to show up to work on time. This reduces the amount of lost productivity due to absences and increases the company's overall productivity. Walmart could use this to improve efficiency and reduce costs (Laschinger & Read, 2022). This can be done by providing employee benefits, like health insurance, paid time off, and flexible work schedules. 
Building trust between management and staff helps create an atmosphere where everyone feels valued and appreciated, encouraging everyone to do their best work. Productivity, profits, and employee contentment are all areas that can benefit from this paradigm. It also covers methods for encouraging enthusiasm and dedication in the workplace.
6.0. [bookmark: _Toc130615062]Taking Action to Improve Value
Improving employee well-being is critical to the success of the organization. To improve its value and increase productivity, Walmart must utilize several frameworks to succeed.
6.1. [bookmark: _Toc130615063]Strategic HRM
Walmart should use strategic HRM to improve employee well-being by creating a culture of respect and inclusion. An inclusive culture can help employees feel valued and respected, resulting in increased job satisfaction, improved morale, and higher levels of engagement. SHRM is an approach to managing human resources which will support the Walmart’s inclusive culture by promoting diversity and inclusion in its recruitment practices, creating inclusive policies and procedures, and training managers and staff on creating a culture of respect and inclusion (Sabil, 2021) with a strategic framework. Walmart can provide adequate training and development opportunities. Investing in employee development helps to create a more supportive environment where employees are encouraged to learn and grow. Walmart could provide employees with access to training resources, such as online courses, seminars, and workshops. They could also create career paths and mentorship programs to help employees grow and develop their skills.
6.1.1 [bookmark: _Toc130615065]Ulrich and Brockbank's model
Under the concept, "employee champions" are responsible for producing "competent and devoted workers," "administrative specialists" are responsible for producing "effective HR processes," and "change agents" are responsible for producing "capacity to change in individual behavior and organizational culture (De Bruyn & Roodt, 2019). Ulrich and Brockbank's model can help improve employee well-being in several ways. The model stresses that organizations should focus on providing an environment that supports the "whole person" by offering a variety of work experiences and opportunities for development (Keeman et al., 2022). This may let Walmart to provide employees access to professional development, flexible working arrangements, and meaningful work that allows them to use their skills and talents.
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Figure 4 Ulrich and Brockbank's model

6.2. [bookmark: _Toc130615064]Harvard HRM Model
The Harvard HRM Model is an all-encompassing strategy for managing human resources. Organizations may use the model to better understand and manage their staff by concentrating on key areas, including recruiting, training, performance evaluation, and recognition. Muriithi, 2020). Using the Harvard HRM Model as the basis for a comprehensive human resources strategy allows businesses to guarantee they have the best possible team together. As a result of its emphasis on stakeholder interests, situational factors, HRM policies, long-term consequences, HRM outcomes, and a feedback loop in which the outputs flow directly into the organization and the stakeholders, the Harvard Model provides a successful strategy for overseeing human resources within an organization. According to the model, Walmart’s improving employee well-being can help foster a more positive organizational culture. Employees who feel supported and valued are more likely to be engaged and motivated to work hard. This can lead to improved performance, better customer service, and increased profits (Nielsen et al., 2019). 
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Figure 3 Harvard HRM Model (Muriithi, 2020)
6.3 Ability, motivation, and opportunity (AMO) Model
Based on the ability, motivation, and opportunity (AMO) theory, motivation and opportunity practices have a significant positive effect on EWB, human resource policies and practices must foster a conducive yet contented work environment, and leaders must provide opportunities and motivation for employees to participate actively in the workplace (Delery & Gupta, 2016). By doing so, Walmart’s value of human resources can be significantly increased, and his goals can be achieved while employee’s overall well-being is enhanced, resulting in a win-win situation.

7.0 [bookmark: _Toc130615067][bookmark: _Toc130615066]Recommendations
Some of the recommendations, based on the models above, include the following:
1. Walmart should raise salaries for its workers so that they may afford necessities and support their families. To achieve this goal, salaries can be raised to cover the rising living costs, or a "living wage" might be established. This will make workers happier and boost their output and dedication to the company. Staff morale and productivity may increase due to increased spending on basic requirements (Robertson & Tinline, 2022). As a result of receiving a raise, workers may be more motivated to go the extra mile for their clients. The primary disadvantage of raising salaries is the increased costs to the company. This could lead to increased prices for customers and a decrease in profits. Furthermore, if salaries are increased without any corresponding increase in productivity, it could lead to a decrease in the company's overall efficiency. In addition, it could decrease employee motivation, as workers may feel that their efforts are not being reciprocated. Lastly, there may be ethical considerations to consider, such as whether the salary increase is fair and equitable for all employees.
2. Enhance employee benefits and training: Walmart must do a better job of taking care of its staff by increasing health insurance, retirement plans, vacation time and training channels. Workers' needs will be met, and they'll be able to set goals and prepare for the future (Pawar, 2022). Preventable diseases and financial stress can be mitigated by having ready access to quality medical care. In addition, allowing staff some time off with pay may boost morale and productivity. The primary disadvantage of enhancing benefits is the increased costs to the company. This could lead to higher prices for customers and a decrease in profits. Furthermore, employee motivation may decrease, as workers may feel that their efforts are not being reciprocated. Additionally, there may be ethical considerations, such as whether the benefits are fair and equitable for all employees. Additionally, risks and costs may be associated with implementing these benefits, such as training staff and providing the necessary resources.

8.0 Conclusion
In conclusion, Walmart's employee well-being is a priority area that needs to be addressed to ensure the business's success. Walmart has committed to creating a safe, healthy, and positive working environment for its employees. However, this area has several shortcomings, including insufficient pay and benefits, inadequate hours, and a lack of diversity and inclusion in the workplace. These shortcomings can hurt the organization, decreasing employee engagement, customer service, and retention. Improving employee well-being benefits both the organization and its employees, leading to increased engagement, customer service, and retention, as well as decreased absenteeism and reduced costs. By addressing these weaknesses and investing in the well-being of its employees, Walmart can ensure its continued success.






[bookmark: _Toc130615068]Reference
Adams, J.M. (2019) "The value of worker well-being," Public Health Reports, 134(6), pp. 583–586. Available at: https://doi.org/10.1177/0033354919878434. 
Ahmed, A. and Sultan, K. (2022) "Application of the two-factor theory of motivation by Fredrick Herzberg: A case of female workers serving Pakistani Media Organizations," Global Digital & Print Media Review, V(IV), pp. 28–37. Available at: https://doi.org/10.31703/gdpmr.2022(v-iv).03. 
Baldonado, A.m (2021) "Employee benefits: Analysis of Starbucks, Amazon, and Walmart's Employee Benefits Program," International Journal of Managerial Studies and Research, 9(1). Available at: https://doi.org/10.20431/2349-0349.0901005. 
Berthiaume, D. (2022) Walmart promotes employee well-being with high-tech services, Chain Store Age. Available at: https://chainstoreage.com/walmart-promotes-employee-well-being-high-tech-services (Accessed: March 1, 2023). 
Bowen, B. (2021) "The matrix of needs: Reframing Maslow's hierarchy," Health, 13(05), pp. 538–563. Available at: https://doi.org/10.4236/health.2021.135041. 
Chang, C.-H. et al. (2021) "Workplace interventions in response to COVID-19: An Occupational Health Psychology Perspective," Occupational Health Science, 5(1-2), pp. 1–23. Available at: https://doi.org/10.1007/s41542-021-00080-x. 
De Bruyn, L. and Roodt, G. (2019) “Applying the criteria of Ulrich and Brockbank for the assessment of the role of Human Resources as a strategic business partner in a Mining Company,” SA Journal of Human Resource Management, 7(1). Available at: https://doi.org/10.4102/sajhrm.v7i1.200. 
GlobalData (2023) Walmart Inc Company Profile - Overview, GlobalData. Available at: https://www.globaldata.com/company-profile/walmart-inc/ (Accessed: March 1, 2023). 
Johnson, D.K. et al. (2019) "The NWIMBY effect (no Walmart in my backyard): Big box stores and residential property values," SSRN Electronic Journal [Preprint]. Available at: https://doi.org/10.2139/ssrn.1492195. 
Keeman, A. et al. (2022) "Employee well-being: Evaluating a well-being intervention in two settings," Frontiers in Psychology, 8. Available at: https://doi.org/10.3389/fpsyg.2017.00505. 
Kille, L.W. and Denise-Marie (2022) The impact of big-box retailers on communities, jobs, crime, wages and more: Research roundup, The Journalist's Resource. Available at: https://journalistsresource.org/politics-and-government/impact-big-box-retailers-employment-wages-crime-health/ (Accessed: March 1, 2023). 
Laschinger, H.S. and Read, E. (2022) "Workplace Empowerment and Employee Health and Well-being," The Routledge Companion to Well-being at Work, pp. 182–196. Available at: https://doi.org/10.4324/9781315665979-13. 
Lindsley, L. (2023) https://www.sec.gov/Archives/edgar/data/104169/000138713120005057/mja-px14a6g_052120.htm, Sec.gov. Available at: https://www.sec.gov/Archives/edgar/data/104169/000138713120005057/mja-px14a6g_052120.htm (Accessed: March 1, 2023). 
Mendly-Zambo, Z., Raphael, D. and Taman, A. (2021) "Take the money and run: How food banks became complicit with Walmart Canada's hunger producing employment practices," Critical Public Health, 33(1), pp. 60–71. Available at: https://doi.org/10.1080/09581596.2021.1955828. 
Muriithi, P.N. (2020) "Line managers and the application of the Harvard HRM Model," The International Journal of Business & Management, 8(10). Available at: https://doi.org/10.24940/theijbm/2020/v8/i10/bm2010-008. 
Neumark, D., Zhang, J. and Ciccarella, S. (2022) "The effects of Wal-Mart on local labor markets," Journal of Management Development [Preprint]. Available at: https://doi.org/10.3386/w11782. 
Nielsen, K. et al. (2019) "Workplace resources to improve both employee well-being and performance: A systematic review and meta-analysis," Work & Stress, 31(2), pp. 101–120. Available at: https://doi.org/10.1080/02678373.2017.1304463. 
Pandey, R. et al. (2021) "Factors influencing organization success: A case study of Walmart," International Journal of Tourism and Hospitality in Asia Pacific, 4(2), pp. 112–123. Available at: https://doi.org/10.32535/ijthap.v4i2.1059. 
Pawar, B.S. (2019) "Employee performance and employee well-being," Employee Performance and Well-being, pp. 47–57. Available at: https://doi.org/10.4324/9780429244193-4. 
Pawar, B.S. (2022) "Transformational leadership for employee performance and well-being," Employee Performance and Well-being, pp. 70–96. Available at: https://doi.org/10.4324/9780429244193-6. 
Robertson, I. and Tinline, G. (2022) "Understanding and improving psychological well-being for individual and organizational effectiveness," Employee Well-being Support, pp. 39–49. Available at: https://doi.org/10.1002/9780470773246.ch3. 
Sabil, A.P. (2021) "Pengaruh employee well-being Dan job satisfaction TERHADAP employee performance," Jurnal Ilmu Manajemen, 9(4), pp. 1341–1348. Available at: https://doi.org/10.26740/jim.v9n4.p1341-1348. 
Tatarkiewicz, I. and Powell, D.M. (2019) "The effects of interactional justice and employee self-esteem on well-being," PsycEXTRA Dataset [Preprint]. Available at: https://doi.org/10.1037/e518422013-087. 
Walmart (2022) About Walmart, Corporate. Available at: https://corporate.walmart.com/about (Accessed: February 28, 2023). 
Wright, T.A. and Huang, C.-C. (2012) "The many benefits of employee well-being in Organizational Research," Journal of Organizational Behavior, 33(8), pp. 1188–1192. Available at: https://doi.org/10.1002/job.1828. 



























image3.png
Herzberg's Two Factor Theo

Motivating
Factors
increase

employee
job
satisfaction

www.expertprogrammanagement.com




image4.jpeg
Dave Ulrich Model of HR Roles

FUTURE/ STRATEGIC FOCUS
A

Strategic Change
Partner Agent

mroomo

Administrative Employee
Expert Champion

omuoumno® T

v
DAY-TO-DAY/ OPERATIONAL FOCUS




image5.png
Stakeholder Interest

Stakeholders

A= = = e e e e e e e = e e = = = =y

Management
Employee groups |
Government =t/ HRM policy 1
Community Choices |
Unions - Employee 1

influence 1

T - Human HR Outcomes Long-term Consequences
Situational Factors resource flow - Commitment - Individual wellbeing

Workforce —t—p| - Reward - Competence - Organisational
characteristics systems - Congruence effectiveness
Business strategy - Work systems - Cost-effectiveness - Societal wellbeing
and conditions /N |
Management 1 1
philosophy
Labour market ! !
Unions 1 1

Task technology
Laws and societal
values

Harvard Model of HRM





image1.png




image2.png
Love/belonging





