Legal breakthrough as age discrimination case against Workday gains momentum
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A federal court has authorised notices to be sent to potential plaintiffs in Mobley v. Workday, permitting the central age‑discrimination claim against Workday to proceed as a collective action and allowing similarly situated applicants to opt in. The development, which opens a claims window for people who say they were filtered out by Workday‑powered systems, marks a significant procedural advance in a case that could reach millions given Workday’s scale. (Forbes; Yahoo News). 
The suit was brought by Derek Mobley, a Black man over 40, who says he applied for dozens of roles at employers using Workday’s recruitment tools and was repeatedly rejected , often within minutes or overnight , a pattern he contends is consistent with automated filtering rather than human review. Additional plaintiffs have since joined, alleging similar age‑based harms and pointing to behavioural and cognitive testing within some automated workflows. (Forbes; Dickinson Wright). 
Legal counsel and commentators say the judge’s decision to permit collective treatment under the Age Discrimination in Employment Act (ADEA) broadens the suit’s potential reach and raises novel questions about vendor liability. Historically, discrimination claims have targeted employers; the central legal issue now is whether a software vendor can be treated as a decisionmaker when its algorithms materially influence candidate outcomes. (Dickinson Wright; Fisher Phillips). 
Workday has denied the allegations. According to media reports, the company says its AI tools “do not make hiring decisions and are not designed to automatically reject candidates,” adding that customers retain human oversight over recruitment processes. Workday argues it provides tools to organise and rank applicants rather than to replace employer decision‑making. (Forbes; Yahoo News). 
HR specialists and legal advisers are already recommending caution. Best practice guidance being circulated urges employers to pause or limit automated pre‑screening where it removes candidates before human review, to conduct regular bias and adverse‑impact audits, to document explicit human oversight for each hire, and to collaborate with vendors to verify compliance with equal‑opportunity laws. Firms serving regulated jurisdictions are being advised to seek legal counsel before expanding algorithmic screening. (HRO Today; Fisher Phillips). 
The wider HR‑tech industry is watching closely. If courts conclude that algorithmic screening can amount to employment decision‑making, vendors and their customers may face reconfigured compliance obligations and renewed pressure to make matching and scoring systems explainable and auditable. The Mobley case therefore sits at the intersection of innovation and accountability, potentially reshaping how enterprises deploy AI in hiring. (Forbes; HRO Today).
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