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UNITED STATES DISTRICT COURT
SOUTHERN DISTRICT OF NEW YORK

EQUAL EMPLOYMENT OPPORTUNITY
COMMISSION, _ : CIVIL ACTION NO.: 7:15-¢v-
] : 07293-NSR-PED

Plaintiff,
ECF CASE
V.
: CONSENT DECREE
HILLCREST MARSHALL, INC.,, d/b/a :
DUNKIN®’ DONUTS, :
Defendant. :

X

Plaintiff Equal Employment Opportunity Commission (“EEOC”) filed this case on
September 6, 2015 against Defendant Hillcrest Marshall, Inc., d/b/a Dunkin’ Donuts. EEOC
brought this action based on the Title VII of the Civil Rights Act of 1964, and Title I of the Civil
Rights Act of 1991, to correct unlawful employment practices on the basis of sex and retaliation,
and to provide appropriate relief to Tiffany Harris and a class of similarly aggrieved female
employees. Specifically, EEOC alleges that Defendant unlawfully subjected female employees
to sexual harassment; created a hostile work environment based on sex (female); and retaliated
against Harris for opposing and complaining about the harassment,

In consideration ::)f the mutual promises of each party to this Decree, the sufficiency of
which the parties acknowledge, it is agreed and IT IS ORDERED, ADJUDGED, AND
DECREED AS FOLLOWS:

PART 1 GENERAL PROVISIONS

Section 101  Purpose of this Decree
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1. EEOQC and Defendant desire to settle this action, and therefore do hereby stipulate
and consent to entry of this Decree as final and binding between the parties.

2. This Decree fully and finally resolves all issues that were raised in EEOC’s
Complaint, aﬁd EEOC Charge of Discrimination, Number 520-2014-01950. This Decree in no
way affects EEOC’s right to process any pending or future charges filed against Defendant or to
commence civil actions on any such charges.

3. EEOC and Defendant agree that this Court has jprisdiction over the subject matter
and the parties to this action, that venue is proper, and that all administrative prerequisites have
been met. No party will contest the validity of this Decree or the jurisdiction of the federal
district court to enforce this Decree and its terms.

4, The terms of this Decree represent the full and complete agreement of the parties.
The parties agree that this Decree fnay be entered into without Findings of Fact and Conclusions
of Law being made and entered by the Court.

5. Defendant denies any wrongdoing and neither this Consent Decree, any provision
of this Consent Decree, nor any payment or other conduct performed or to be performed by
Defendant pursuant to this Consent Decree shall be deemed to be an admission or evidence of
any wrongdoing by Defendant, its principals, officers, employees, or agents.

Section 102  Definitions

1. Business days: “Business day” means Monday through Friday, except for Federal
holidays. If a deadline falls on a weekend or Federal holiday, the deadline shall be extended to
the next business day immediately following the weekend or holiday.

2. Day: Unless modified, “day” means calendar day.

3. Defendant entity: Defendant Hillcrest Marshall, Inc., d/b/a Dunkin’ Donuts.
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4, Effective date: “Effective date” means the date this Decree is docketed by the
clerk of court after it is signed by and/or receives approval from the Cout.

Section 103  Applicability of Decree to Successors and Assigns or Upon Purchase, Merger
or Consolidation

Before Defendant engages in any transfer of its businesses or assets, it shall provide
written notice of this lawsuit and a copy of the Complaint and this Decree to any potential
purchaser of its businesses or assets, and to any potential successors, assigns, subsidiaries, or
affiliates, including any entity with which Defendant may merge or consolidate. Defendant will
provide written notice to EEOC twenty-one days before any transfer of its business or assets.
Section 104 Amendments to this Decree

By mutual consent of the parties, this Decree may be amended in the interests of justice
and fairness and to facilitate execution of this Decree’s provisions. No waiver, modification, or
amendment of any provision of this Decree will be effective unless made in writing, approved by
all parties to this Decree, and approved or ordered by the Court.

Section 105  Severability

If one or more provisions of this Decree are rendered unlawful or unenforceable as a
result of a legislative act or a decision by a court of competent jurisdiction, the following will
apply to insure that this Decree continues to effectuate the intent of the parties. The provisions
of this Decree that are not rendered unlawful, unenforceable, or incapable of performance as a
result of such legislative act or court decision will remain in full force and effect and the parties’
responsibilities will not abate as to any and all provisions that.have not been rendered unlawful
or unenforceable, except fo the extent that the intent of this Decree would be undermined,
Section 106 Breach of Decree

A breach of any term of this Decree by Defendant will be deemed a material and
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substantive breach of this Decree. Nothing in this Decree will be construed to preclude EEOC
from bringing proceedings to enforce this Decree if Defendant fails to perform any of the terms
contained herein. This Decree will be construed by this Court under federal law.

If the EEOC determines that Defendant is not in compliance with any section of this
Decree, the EEOC agrees to provide written notice to Defendant of the section of this Decree
with which Defendant is allegedly not in compliance and the omission or conduct of Defendant
that is allegedly not in compliance. The notice shall also notify and provide Defendant with 14
days within which to cure the alleged non-compliance before the EEOC secks court intervention
to enforce this Decree. Nothing in this provision shall restrict the EEOC’s right or ability to seek
Court intervention without prior notice if it believes there is an imminent threat to the public
interest.

Section 107 Notices

Except as otherwise provided for in this Decree, all notifications, reports, and
communications to the parties required under this Decree will be made in writing and will be
sufficient as emailed to the following persons {or their designated successors): |

For EEOC: Sebastian Riccardi, Trial Attorney

33 Whitehall Street, 5™ Floor
New York, NY 10004

Tel: (212) 336-3698

Fax: (212) 336-3623

Email: Sebastian.Riccardi@eeoc.gov and
Decreemonitor.nydo@eeoc.gov

For Defendant: Defendant Hillerest Marshall, Inc., d/b/a Dunkin’ Donuts
Howard Schragin
Sapir Schragin LLP
399 Knollwood Road, Suite 310
White Plains, NY 10603
Tel: (914) 328-0366
Fax: (914) 682-9128
E-mail: HSchragin@sapirschragin.com
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Any party may change such addresses by written notice to the other party setting forth a

new address for this purpose.
Section 108 Parties’ Fees and Costs

The parties will bear their own attorney’s fees and costs incurred in this action.
PART II INJUNCTIVE RELIEF
Section 201 Injunctions

1. Defendant, its managers, officers, agents, successors, assigns, and all persons or
entity acting on behalf of Defendant, are enjoined from discriminating against any individual
because of the individual’s sex, and from creating or maintaining a hostile work environment on
the basis of sex.

2. Defendant, its managers, officers, agents, successors, assigns, and all persons or
entity acting on behalf of Defendant, are enjoined from engaging in retaliation of any kind
against any person because of such person’s opposition to discrimination based on sex, or
because of filing a charge, testifying or participating in any manner in any investigation,
proceeding, or hearing relating to discrimination based on sex, or because an individual was
identified as a possible witness for EEOC, ot because of any individual asserting his or her rights
under Title VII or otherwise engaging in protected activity.

3. Within 5 business days of the effective date of this Decree, Defendant shall cease
to employ the manager identified in EEOC Charge Number 520-2014-01950 from its employ
and shall not re-hire him. |
Section 202 Posting and Distribution of Notices

A. Posting of Notice of Resolution
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Within five (5) business days of the effective date of this Decree, Defendant will post the
“Notice of Lawsuit and Settlement” attached to this Decree as Exhibit A, in locations readily
accessible to and commonly frequented by Defendant’s employees and applicants. Defendant
will certify in writing to EEOC within five (5) business days after it has posted the Notice of
Lawsuit and Settlement pursvant to this provision.

B. Distributing of Notice of Resolution to Employees

Within ten (10) business days of the effective date of this Decree, Defendant will provide
a copy of the Notice of Lawsuit and Settlement to all of its employees. Defendant will provide
the same Notice of Lawsuit and Settlement to all future employees at the commencement of their
employment.

C. Posting of EEO Posters

Within five (5) business days of the effective date of this Decree, Defendant will
conspicuously display and maintain the most recent version of EEOC’s poster “EEO is the Law”
in locations readily accessible to and commonly frequented by Defendant’s employees and
applicants.

Section 203  Anti-Diserimination Policy, and Complaint Procedure

A, Content of Anti-Discrimination Policy and Procedure

Defendant will adopt an anti-discrimination policy and complaint procedure (“Policy and
Procedure”), setting forth Defendant’s commitment to equal opportunity in all aspects of
employment and, at a minimum, containing the following: (1) a detailed explanation of the
prohibition against sex discrimination and harassment; (2) the assurance that Defendant will not
retaliate against employees or applicants who make complaints of discrimination, who oppose

practices they consider to be unlawfully discriminatory, and/or who participate in protected
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activity or who provide information related to complaints of discrimination; (3) a clearly-
described complaint process that provides accessible avenues of complaint with a number of
choices of individuals to whom complaints can be made, including persons outside the
employee’s chain of command such as the owner or Multi-unit Manager; (4) the assurance that
Defendant will accept any and all complaints from employees or applicants who wish to file
complaints internally; (5) the assurance that the filing of anonymous complaints is permitted and
includes safeguards to preserve anonymity to the extent practicable when requested by a
complainant; (6) the assurance that Defendant will keep confidential to the extent practicable and
not publicize unnecessarily the subject matter of the complaints or the identity of the
complainants; (7) a process that provides a prompt, thorough, and effective investigation,
including a reasonable attempt to interview the complainant and all identifiable witnesses and
obtain and review all material documents identified by the complainant or respondent to the
extent necessary to reach a reasonable conclusion concerning the allegations; (8) a requirement
that all aspects of an investigation be documented in written form; (9) assurance that upon
completion of an investigation into a discriminatidn complaint, the complainant and the
respondent will promptly receive a summary of the conclusions reached as a result of the
investigation; and (10) the assurance that Defendant will take prompt and appropriate corrective
action when it determines that unlawful discrimination or harassment has occurred. Defendant’s
Policy and Procedure shall be written in plain language that can be easily understood by all of its
employees.

B. Issuance of Policy and Procedure
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1. Defendant’s Policy and Procedure is attached hereto as Exhibit B. Attachment of
the Policy and Procedure to this Decree is not a representation by EEOC that Defendant has been
or currently is in compliance with federal anti-discrimination laws.

2. Within ten (10) business days of the effective date of this Decree, Defendant will
disseminate to all employees a copy of its Policy and Procedure.

3. Within ten (10) business days of the effective date of this Decree, Defendant will
include its Policy and Procedure in its Employee Guidebook/Handbook, and will post the Policy
and Procedure at Defendant’s facilities in locations that are visually accessible to and commonly
frequented by its employees and applicants.

4. Defendant wiil provide all new employees with copies of the Policy and
Procedure within ten (10) business days of the commencement of their employment.

5. Six months after the Effective Date of this Decree, Defendant will certify in
writing to EEOC that it has distributed the Policy and Procedure, included it in its Employee
Handbook, posted it in its facilitics, and provided it to new employees, in accordance with the
above terms, and include a list of employees to whom the Policy and Procedure was distributed,
Thereafter, cighteen months and again thirty months after the effective date of this Consent
Decree, Defendant will certify in writing to the EEOC that the Policy and Procedure is included
in its Employee Handbook, is posted in its facilities, and has been provided to employees first
employed by Defendant within the prior twelve months, in accordance with the above terms, and
will include a list of employees to whom the Policy and Procedure was distributed within the

prior twelve months.
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6. If any further revisions and/or additions are made to the Policy and Procedure,
after the effective date of this Decree, Defendant will send to EEOC a copy of the proposed
revised policy or procedure for EEOC’s approval before issuance.

Section 204 Training
A, Imitial Training
1. Timing and Requirements of Initial Training

Within 60 days of the effective date of this Decree, Defendant will provide training
programs for all of its (a) non-supervisory employees, (b) supervisory and management
employees, including but not limited to shift leaders, assistant managers, store managers, and
director of operations, and (c) individuals with an ownership interest. Each training program will
include the following (a) a detailed agenda with training materials, (b) curriculum vita for the
individual(s) who will conduct the training, and (c) a plan to ensure that all employees receive
the required training. The training will be conducted by a third-party entity with experience in
employment discrimination law.

2, Duratioﬁ of Initial Training

The initial training for all employees will be at least three (3) hours in duration, including
time for questions and answers, for supervisory and management employecs, and two (2) hours
in duration, including time for questions and answers, for non-supervisory employees.

Reference to the training in this Decree is not a representation by EEOC that Defendant has been
or currently is in compliance with federal anti-discrimination laws.
3. Content of Training
a, The initial training programs shall be administered to non-supervisory employees,

supervisory employees, management employees and owners. The initial training programs will
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be administered separately: one program for the non-supervisory employees, and the other
program for the supervisory employees, management employees and owners. The training will
review the rights of employees and applicants under federal anti-discrimination laws and how
such laws define unlawful discrimination with a focus on sex discrimination and harassment and
retaliation. The training will include examples of unlawful conduct. The training also will cover
Defendant’s anti-discrimination Policy and Procedure with particular emphasis on the internal
complaint, investigation, and remediation processes and an employee’s right to file with EEOC
and state or local agencies.

b. For supervisory or management employees and owners, initial training will also
include responsibilities of supervisory or management employees and owners, with special
emphasis on appropriate workplace behavior with a young workforce, and instruction on any
policy and requirement related to this Decree, as well as the proper procedure for responding to
complaints of discrimination or harassment.

C. Any employee who does not attend an initial mandatory scheduled training
program may receive fl'aining that is provided to new employees within ten (10) business days of
the last scheduled training session available to employees in the same job classification.

B. Annual Training
1. Annual Training for Non-Supervisory Employees

Within thirty (30) business days of each of the first two anniversaries of the effective date
of this Decrec, Defendant will provide all non-supervisory employees with at least two (2) hours
of EEO training, including time for questions and answers, as described below in sub paragraph
3. For those employees who have previously attended a live training session, annual training

may be provided online, by video or any other medium acceptable to the EEOC.

10
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2. Annual Training for Supervisory and Management Employees, and
Owners
Within thirty (30) business days of each of the first two anniversaries of the effective date
of this Decree, Defendant will provide all supervisory and management employees, and owners,
with at least three (3) hours of EEO training, including time for questions and answeré, as
described below in sub paragraph 3. For those employees who have previously attended a live
training session, annual training may be provided online, by video or any other medium
acceptable to EEOC,
3. Subjects of Annual Training
a. The annual training programs administered to non-supervisory, supervisory and
management employees, and owners shall cover the same topics as the initial training, described
in paragraph 204.A.3, above.
C. Training for New Employees
1. Duration of New Employees’ Training
Defehdant will provide two (2) hours of training, including time for questions and
answers, for all new non-supervisory employees, three (3) hours of training, including time for
questions and answers, for all new management/supervisory employees, and three (3) hours of
training, including time for questions and answers, to all new owners, within twenty (20)
business days of the commencement of their employment. Training for new employees,
supervisors, managers and owners shall cover the same topics as the initial training described in
paragraph 204.A.3, above. Training for new employees, supervisors, managers and owners shall
be conducted online, by video or any other medium acceptable to the EEOC.

D. Reporting Requirements for Training

11
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All employees attending any training sessions described in the above paragraphs will
print and sign their full names on an attendance sheet. Within seven (7) business days of the
completion of the last training session conducted pursuant to paragraphs 204.A and 204.B,
Defendant will provide EEOC with copies of all attendance sheets and a then-current employee
list. Six (6) months after the effective date of this Decree, Defendant will provide EEOC with
attendance sheets pertaining to training given to new employees and a list of the employees, if
any, who did not attend training as required, along with reasons provided by the employee for
their non-attendance. Thereafter, eighteen months and again thirty months after the effective
date of this Decree, Defendant will provide EEOC with attendance sheets pertaining to training
given to new employees during the prior twelve months and a list of the employees hired within
the prior twelve months, if any, who did not attend training as required, along with reasons
provided by the employee for their non-atiendance.

E. Pre-Training Notification Requirement

At Ieast ten (10) business days prior to the Initial and Annual trainings required under this
Sebtion, Defendant will provide EEQC notice of the date, time, and location of the scheduled
training. EEOC, at its discretion, may attend and observe one or more of the training sessions
and may recommend changes to be implemented by the trainer,

Section 205 Monitoring and Reporting

A, Monitoring by EEOC

EEOC may monitor Defendant’s compliance with this Decree through the inspection of
Defendant’s premises and records, and interviews with Defendant’s employees, supervisors
and/or managers, at reasonable times upon reasonable nofice. Defendant will make available for

inspection and copying any records related to this Decree upon request with reasonable notice by

12
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EEOC.

B. Reporting Requirements for Discrimination Complaints

Six (6) months after the effective date of this Decree, and thereafter eighteen months and
again thirty months after the effective date of this Decree, Defendant will provide written reports
to EEOC with information regarding any verbal or written complaints of sex discrimination or
harassment from employees or applicants which were received by management, pending or
closed during the preceding six (6) months. The reports will include the name of the
complainant, the name of the alleged harasser or discriminator, a list of each step taken by
Defendant during the investigation, a summary of the complaint, the results of any investigation
of the complaint, and any remedial action taken by Defendant.
Section 206 Compliance with Recordkeeping Requirements

Defendant agrees to maintain such records as are necessary to demonslrate its compliance
with this Decree and 29 C.F.R. Section 1602 et. seq. and to confirm that the reports submitted
pursuant fo this Decree arc accurate.
PARTIII MONETARY RELIEF
Section 301 Monetary Payment to Claimants

1. Defendant will pay a grand total of $150,000 in back pay and compensatory
damages to the Charging Party and the identified female employees who alleged that they were
subjected to sexual harassment (“Claimants™), as set forth in Exhibit C, which will be filed under
seal. Allocation of each amount and to each person shall be made by EEOC and approved by the
Court. Each claimant shall be responsible for paying any Federal, state or local taxes owed on
the amount received. In calculating withholdings and providing tax documents, Defendant shall

use the information from Charging Party and Claimants that it has on file from their time as

13
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employees.

2. Within five (5) businesé days of the effective date of this Decree, Defendant will
deliver, by certified mail, checks made payable to Tiffany Harris and Claimants in the amounts
listed in Exhibit C. Any payment identified as back pay shall be subject to applicable
withholdingsrrequired by law. Prior to the effective date of this Decree, the EEOC will provide
Defendant with the current addresses of Harris and the Claimants.

3. Defendant will issue to Harris a tax form W2 in connection with the backpay
amount and a tax form 1099 in connection with the compensatory damages amounts. Both forms
will be sent via certified mail, return receipt requested, as well as first class mail to Harris at the
address provided by EEOC. A copy of the checks and tax forms will be provided to EEOC
immediately upon issuance.

4, Defendant will issue to each Claimant a tax form 1099 in connection with the
compensatory damages amounts. The forms will be sent via certified mail, return receipt
requested aé well as first class mail, to the respective Claimants at the addresses provided by
EEOC. A copy of the checks and tax forms will be provided to EEOC immediately upon
1ssuance.

PART IV SIGNATURES

Each signatory to this Decree represents that (s)he is fully authorized to execute this
Decree and to bind the party on whose behalf (s)he signs.

PART Y DURATION OF DECREE

L. This Decree will remain in effect for three (3) years from the effective date of this
Decree. The Decree will not expire against any party while any enforcement action is pending

against that party.

14
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2. The parties will advise the Court at least fifteen (15) business days in advance of
the expiration of this Decree if they are resolving any disputes regarding compliance with this
Decree so that the Court does not close this Case. Defendant’s obligations under this Decree will
remain in effect until EEOC or a Court of competent jurisdiction over this matter determines that
Defendant is in compliance.

3. The Court will retain jurisdiction over this action for all purposes including, but
not limited to, the entering of all orders, judgments, and decrees as necessary to implement the
relief provided herein. Upon signature and approval by the Court, the matter may be
administratively closed but will not be dismissed.

4.  The Parties shall file a Stipulation dismissing this Case within the later of ten
business (10) days after the third anniversary of the Effective Date of this Decree or a
determination by the EEOC or the Coutt finding that Defendant is in compliance. Unless the
Consent Decree is otherwise extended pursuant to paragraph 1 or 2 of this Section upon notice
from the EEOC, then this Decree shall expire three years from the Effective Date of this Decree

and Defendant’s obligations under this Decree shall cease a that time.

15




Case 7:15-cv-07293-NSR Document 18 Filed 08/01/16 Page 16 of 28

APPROVED IN FORM AND CONTENT:

FOR PLAINTIFF EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

Jefééy éurstein. Regional Attorney

Equal Employment Opportunity Commission
New Yaork District Office

33 Whitehall Street, 5™ Floor

New York, NY 10004

Sebastian Riccardi, Trial Attomey
Tel: {212) 336-3698

Fax: (212) 336-3623

Email: Scbastian.riccardi(iiecoc.gov

FOR DEFENDANT HILLCREST MARSHALL, INC., d/b/a DUNKIN’ DONUTS

Owner/General Manager of Defendant Hillcrest
Inc., d/t/a Dunkin® Donuts

Attorneys for Defendant Hillcrest Inc., d/b/a
Dunkin’ Donuts

Howard Schragin

Sapir Schragin LLP.

399 Kitollwood Road, Suite 310

White Plains, NY 16603

Tel: (914) 328-0366

Fax: (914) 682-9128

E-mail: HSchragin@sapirschragin.com

SO ORDERED, ADJUDGED AND DECREED this day of , 2016,

United States District Judge
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APPROVED IN FORM AND CONTENT:

FOR PLAINTIFF EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

Jeflrey Burstein, Regional Allorney

Equal Employment Opporlunily Commission
New York District Office

33 Whitchall Street, 5™ Floor

New York, NY 10004

Sebastian Riecardi, Trial Allorney
Tel: (212) 336-3698

Fax: (212) 336-3623

Email: Sebastian.riccardi@@ecoc.pov

FOR DEFENDANT HILLCREST MARSHALL, INC., d/b/a DUNKIN’ DONUTS

Owner/&Seneral 'Mana;;_er of Defendant Hillerest
Inc., d/bfa Dunkin® Donuls

Allorneys' for Delblmnl Hillerest Ing., d/bfa
Dunkin’ Donuis

Howard Schragin

Sapir Schragin LLP.

399 Knollwood Road, Suite 310

White Plaing, NY 10603

Tel: (914) 328-0366

Fax: (914) 682-9128

E-mail; MSchragin(@sapirschragin.com

st ﬂru
SO ORDERED, ADJUDGED AND DECREED this [ day of G sl— , 2016.
o

United SlaWudge
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U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

New York District Office
33 Whitehall Street, 5™ Floor
New York, NY 10004-2112
For General Information: (800} 669-4000
TTY: (800)-669-6820
District Office: (212) 336-3721
Generat FAX: (212) 336-3625

NOTICE OF LAWSUIT AND SETTLEMENT

This Notice is being posted as part of a Consent Decree, settling a lawsuit brought
by the U.S. Equal Employment Opportunity Commission (“EEOC”) against
Defendant Hillcrest Marshall, Inc., d/b/a Dunkin’ Donuts, in Federal court in the
Southern District of New York (Civil Action No. 15-cv-07293). In its lawsuit,
EEOC alleged that Defendant unlawfully subjected female employees to sexual
harassment, and retaliated against one former employee for opposing and
complaining about the harassment.

Federal law prohibits employers from harassing and discriminating against
employees and applicants based on sex, national origin, religion, race, color, age,
disability, or genetic information. Federal law also prohibits employers from
retaliating against individuals who complain about or oppose discrimination or
patticipate in any way in the processing of a complaint.

Although Defendant denies the allegations in the lawsuit, Defendant and its
owners, managers, and supervisors, will support and comply with Federal law
prohibiting harassment or discrimination against any employee or applicant for
employment because of an individual’s sex.

As part of the settlement, Defendant:
1.  Will comply with Federal law and not harass or discriminate against
employees based on sex, or retaliate against any person who exercises his or
her rights under Federal anti-discrimination laws;
2. Will maintain and distribute written policies and procedures
prohibiting harassment and discrimination and enabling employees to file
complaints;
3.  Will provide training on Federal laws prohibiting employment
harassment and discrimination to all current and future employees;
4.  Will permit EEOC to monitor compliance with the Consent Decree;
5.  Will provide EEOC periodic reports on internal complaints, if any, of
harassment and discrimination;
6.  Will post and distribute this Notice; and
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7. Will pay money damages to a group of female employees who alleged
that they were subject to sexual harassment and/or retaliation,

Should you have a complaint of discrimination, you may report it to any EEOC
office throughout the United States, including the New York District Office, at:

Equal Employment Opportunity Commission
(800) 669-4000
WWW.eeoc.gov

Dated:

THIS IS AN OFFICIAL NOTICE AND MUST NOT BE ALTERED OR
DEFACED BY ANYONE OR COVERED BY ANY OTHER MATERIAL

This notice must remain posted for three years from date shown above, and
most not be altered, defaced, or covered by any other material. Any question
concerning this Notice or compliance with its provision may be directed to the
U.S. Equal Employment Opportunity Commission at the number listed above.
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EQUAL EMPLOYMENT OPPORTUNITY

Hillcrest Marshall, Inc. (referred to as “Hillerest Marshall” or the “Company”), is fully
committed to providing equal employment opportunities for all employees and job applicans.
All employment decisions will comply with federal, state and local laws, and will be made
without any consideration of:

. race . color
. creed . age
. religion . sex, sexual orientation, gender, gender

identity, or expression
. pregnancy . citizenship status

. marital status (including domestic - military or veteran status
partnerships and civil unions)

. domestic victim status . national origin
. disability . genetic predisposition
. familial status . any other frait or characteristic

protected by federal, state or local law

To provide equal employment and advancement opportunities to all employees and job
applicants, employment decisions at Hillcrest Marshall are based on merit, qualifications,
abilities, and other lawful factors.

This Equal Employment Opportunity Policy applies to all aspects of your employment including
hiring, placement, promotion, layoff, recall, transfer, leave of absence, job assignment,
compensation, discipline, termination, and access to benefits and training.

As required by law, Hillcrest Marshall will provide reasonable and appropriate assistance to
employees or job applicants who are disabled, or for persons who need a religious
accommodation, unless doing so would be an undue hardship to the Company.

Appropriate disciplinary action may be taken against any employee who intentionally violates
this policy.

UNLAWFUL DISCRIMINATION, HARASSMENT AND RETALIATION

Hillcrest Marshall strictly prohibits all forms of unlawful discrimination, harassment and
retaliation, whether committed by or against its owners, supervisors, managers, coworkers,
customers, vendors or visitors, and whether it occurs while at work or at work-related events.
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Unlawful discrimination, harassment, and retaliation make it impossible for us to achieve our
goals as a company or to provide the highest level of service to our customers, and are
inconsistent with maintaining a productive work environment. Hillcrest Marshall has zero
tolerance for unlawful discrimination or harassment of any kind.

Employees and applicants for employment may not be treated differently based on their status in
one of the protected categories listed above under “Equal Employment Opportunity.”

Non-Harassment Policy

All employees should be able to enjoy a work environment that is free of unlawful harassment.
The Company will not tolerate any speech or conduct that abuses or harasses any employee, or
any verbal or physical conduct that shows disrespect or hostility toward an individual because of
her/his status in one of the protected categories listed above under “Equal Employment
Opportunity.”

The Company will also not tolerate any verbal or physical conduct that:

(1) has the purpose or effect of creating an intimidating, hostile or offensive work
environment; '

(2) has the purpose or effect of unreasonably interfering with an individual’s work
performance; or

(3) otherwise negatively affects an individual’s employment opportunities.
Unwelcome conduct that is prohibited by this policy includes:

slurs;

epithets;

threats;

derogatory comments;

unwelcome jokes,;

pictures or other displays that disrespect or show hostility or aversion towards an
individual or a group; or

e teasing, and other similar verbal or physical conduct.

All such actions undermine employee morale, and are prohibited by Hillcrest Marshall and by
law.

The conduct prohibited by this policy includes on-line conduct, including employees’ use of the
Internet, emails, texts, blogs, and all social media sites to harass other employees.

Sexual Harassment

Hillerest Marshall prohibits sexual harassment of its employees in any form. Sexual harassment
includes the following:
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¢ Unwelcome sexual advances; requests for sexual favors; sexual touching, and all other
verbal or physical conduct of a sexual or otherwise offensive nature when:

¢ Submission to such conduct is made either explicitly or implicitly a term or condition of
an individual’s employment;

s Submission to or rejection of such conduct by an individual is used as the basis for
decisions affecting the individual’s employment; or

e Such conduct unreasonably interferes with an individual’s work performance, or has the
purpose or effect of creating an intimidating, hostile, or offensive working environment.

The following are examples of inappropriate conduct that is prohibited:
» offensive comments, jokes, innuendoes, and other sexually-oriented statements;

o sexually suggestive objects, books, magazines, photographs, cartoons, pictures,
calendars, posters, electronic communications, or other materials;

¢ unwanted sexual advances;

s subtle or overt pressure for sexual favors; .
¢ sexual jokes or innuendoes;

¢ advances or propositions;

o verbal abuse of a sexual nature;

e graphic commentary about an individual’s body, sexual prowess or sexual deficiencics,
appearance or clothing;

e leering, whistling, touching, pinching, assault, or coerced sexual acts;

e suggestive, insulting, or obscene comments or gestures;

o display in the workplace of sexually suggestive material, objects or pictures;
e other physical, verbal or visual conduct of a sexual nature; or

e offering favorable terms of employment in exchange for sexual favors or threatening less
favorable terms if sexual favors are refused.

Sexual harassment may include a range of subtle and not so subtle behaviors, and may involve
individuals of the same or different gender, All conduct prohibited by this policy is unacceptable
in the workplace, and in any work-related setting outside the workplace.

Complaint Procedures

Every owner, manager and supervisor is responsible for creating and fostering an atmosphere
free of discrimination and harassment, sexual or otherwise. All employees are responsible for
respecting the rights of their coworkers,

Hillcrest Marshall encourages its employces to report any incident which they believe is
untawful discrimination or harassment, including sexual harassment, regardless of whether they
witnessed it or experienced it themselves. '
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Dunkin Donuts encourages any individual who believes that he or she is experiencing
discrimination or harassment to promptly advise the offender that his or her behavior is
unwelcome and request that it stop immediately.

If, for any reason, the individual who believes that he or she is experiencing discrimination
or harassment, does not feel comfortable addressing the offender directly, or if the
individual addressed the offender and the conduct continued, then the individual should
report the matter to his or her immediate supervisor or store manager. They can also
bring their complaint to the attention of the following individuals:

o Stephen Passineau, the Director of Operations who can be reached at
hmi.spassineanl@gmail.com or (845) 238-4575;

e Marisol Barragan, the Multi-Unit Manager who can be reached at 914-573-8826
or hmi.mbarragan@gmail.com; or

o The owners, Jim Lash who can be reached at hmi.jlash@gmail.com or (914) 924-
1458, and/or Jim Starrett who can be reached at hmi.jstarrett@gmail.com or
(914) 715-6579.

Dunkin Donuts will accept all complaints of discrimination or harassment from any
individual who seeks to file a complaint internally, including anonymous complaints, and
will take all reasonable steps to protect the anonymity of an individual who files a
complaint, when requested to do so,

After receiving a complaint, the Company will begin a prompt and thorough investigation of the
accusations, which may include interviewing the employee who made the complaint, the alleged
offender, and all witnesses, and reviewing all documents identified by the employee who made
the complaint, the alleged offendet, and any witnesses.

If an employee or applicant wishes to file a complaint anonymously, the Company will take steps
to maintain the confidentiality of the accusations, the subject of the complaint, and the identity of
the employee who made the complaint. The cooperation of all employees is important, and
investigation, and all employees are required to cooperate with the Company during an
investigation.

During its investigation, Hillcrest Marshall may take intermediate steps to address the problem,
as it believes is necessary and appropriate. Information obtained during an investigation, and all
aspects of the investigation, will be included in a written report. At the end of the investigation,
Hillcrest Marshall will promptly provide a summary of its conclusions to the employee who
made the complaint and the alleged offender.

If, after investigation, the Company finds that unlawful discrimination or harassment has

occurred, prompt and appropriate action will be taken to resolve the problem. Such steps may
include, for example, disciplinary action such as warnings, reprimands, counseling, training,

4
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suspension, demotion or termination of employment, as Hillcrest Marshall determines to be
appropriate in the circumstances.

Retaliation

Anyone who makes a complaint under this policy, who assists in a complaint investigation, or
who opposes any practices that they consider to be unlawful discrimination or harassment, will
be free from retaliation or any retaliatory conduct. Dunkin Donuts prohibits any form of
retaliation against anyone who makes a complaint under this policy, who assists in a complaint
investigation, or who opposes any practices that they consider to be unlawful discrimination or
harassment, Any action an individual believes to be retaliatory should be reported immediately
in accordance with the complaint procedure above. Retaliation, like harassment, discrimination
and abusive conduct, is a serious violation of this policy and will subject offenders to
disciplinary action, up to and including termination of employment.
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