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IN THE UNITED STATES DISTRICT COURT
FOR THE EASTERN DISTRICT OF PENNSYLVANIA

I Gorbeck, and others : CIVIL ACTION NO:
Similarly situated -

V.
IKEA North America Services, LLC;
IKEA Distribution Services, Inc., and
IKEA U.S. Holdings, Inc., all d/b/a IKEA
and
JOHN OLSON a/k/a ROBERT OLSON

and

JACQUELYN DECHAMPS

COMPLAINT FOR CIVIL ACTION

PRELIMINARY STATEMENT

1. Plaintiff [Jlil Gorbeck was Human Resources Navigator for IKEA’s retail
operations in the United States, serving at a senior level of management for the company. John
Olson, also known as Robert Olson was both CFO and Acting CEO and Jacquelyn DeChamps
was US Human Resources Country Manager. In her role, Plaintiff learned that IKEA was
systematically paying women less than men, and had a strategic initiative to favor those under 40
for management. Plaintiff repeatedly informed IKEA management that such policies and
systems violated Federal and state law, and instead of responding to her concerns, Olson,
DeChamps and IKEA retaliated against Plaintiff, repeatedly failed to promote her or permit her
to transfer laterally, actually demoted her for a period, and ultimately terminated her employment
altogether, in violation of Title VII of the Civil Rights Act, 42 U.S.C. §2000¢ et sequitur, the
Age Discrimination in Employment Act, 29 U.S.C. §621 et sequitur, the Pennsylvania Human

Relations Act, 43 Pa. Stat. §§951-963, and the Equal Pay Act, 29 U.S.C. §206(d).
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In addition, after Plaintiff took time off in accordance with the Family and Medical Leave
Act, 29 U.S.C. §2601 et sequitur, IKEA further retaliated against Plaintiff, ensuring that her
lengthy career with IKEA would come to an end, as it ultimately did, even as IKEA advertised
for Plaintiff’s position immediately after she had been terminated.

PARTIES
2. Plaintiff is [ Gorbeck, a woman who was in excess of fifty (50) years old at

all times material to this Civil Action Complaint, and is an adult individual residing at -
I

3. Defendant IKEA North America Services, LLC is a limited liability company
organized under and pursuant to the laws of the State of Delaware with a principal place of
business at 420 Alan Wood Road, Conshohocken, Pennsylvania 19428.

4, Defendant IKEA Distribution Services, Inc. is a corporation organized under and
pursuant to the laws of the State of Delaware with a principal place of business at 420 Alan
Wood Road, Conshohocken, Pennsylvania 19428,

5. Defendant IKEA U.S. Holdings, Inc. is a corporation organized under and
pursuant to the laws of the State of Delaware with a principal place of business at 420 Alan
Wood Road, Conshohocken, Pennsylvania 19428.

6. All of the preceding entities do business in the United States and the
Commonwealth of Pennsylvania collectively and severally as “IKEA,” and are so referred to
collectively hereinafter.

8 Defendant John Olson (“Olson™) is an adult individual also known as Robert
Olson and who at all times material to this Civil Action Complaint was Chief Financial Officer
and Acting Chief Executive Officer of IKEA and had a principal place of business situate at 420

Alan Wood Road, Conshohocken, Pennsylvania 19428.
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8. Defendant Jacqueline DeChamps (“DeChamps™) is an adult individual who at all
times material to this Civil Action Complaint was an officer and/or employee of IKEA with a
principal place of business situate at 420 Alan Wood Road, Conshohocken, Pennsylvania 19428.

JURISDICTION AND VENUE

9. This Court has subject matter jurisdiction over this case pursuant to 28 U.S.C.
§1331, 1343 and 1367 and 42 U.S.C. §2000(d)-5()(3).

10. Venue lies in this Court pursuant to 28 U.S.C. § 1391(b) and 42 U.S.C. 2000e-
5(H3).

11. On or about June 25, 2015, Plaintiff filed a Charge, Charge No. 530-2015-03294,
with the Equal Employment Opportunity Commission alleging that IKEA violated Title VII and
the Pennsylvania Human Relations Act (“PHRA™).

12. This Charge was dual filed with the Pennsylvania Human Relations Commission
and a copy of the Charge and Election to Dual File is attached as Exhibit A.

13. Plaintiff received a Dismissal and Notice of Right to Sue letter from the Equal
Employment Opportunity Commission which was dated July 27, 2018, a copy of which is
attached as Exhibit B.

14. On or about January 22, 2018, Plaintiff filed a Charge, Charge No. 530-2018-
01773, with the Equal Employment Opportunity Commission alleging that Plaintiff’s subsequent
termination by IKEA was retaliatory and in violation of Title VII and the PHRA was dual filed
with the Pennsylvania Human Relations Commission. A copy of the Charge and Election to
Dual File is attached as Exhibit C.

15. Plaintiff received a Dismissal and Notice of Right to Sue letter from the Equal
Employment Opportunity Commission which was dated August 2, 2018, a copy of which is

attached as Exhibit D.
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FACTS

IKEA institutionalizes a succession plan favoring those in their twenties and thirties.

16.  Up through and including October of 2014, Plaintiff was employed by IKEA in
the position of “US Human Resource Business Navigator.”

17. Up to and into 2014, Plaintiff enjoyed favorable annual reviews.

18.  Prior to February of 2014, Plaintiff reported to IKEA’s US Human Resources
Country Manager, Neena Mehta (“Mehta™).

19. As US Human Resource Business Navigator, Plaintiff’s responsibilities included
long-term strategic planning for IKEA in the field of human resources, metric benchmarking,
financial modeling, benefits, and compensation levels.

20.  As US Human Resources Country Manager, Mehta presided over a United States
Human Resources Committee.

21.  This Committee was responsible for recommending overall company human
resources strategy, policy and procedures to IKEA’s Strategic Human Resources Committee.

22.  Plaintiff regularly participated in meetings of the US Human Resources
Committee, and often presented to and attended meetings of the Strategic Human Resources
Committee.

23.  Members of the Strategic Human Resources Committee included Olson, Mehta,
as well as well as other senior-level IKEA executive management.

24.  The Strategic Human Resources Committee implemented formal policies and
strategies for IKEA.

25. Plaintiff was aware as long ago as 2011 that the long term strategy for Respondent
was to recruit “younger people” in management positions, and members of the Committee

discussed the need to avoid specifically violating the Age Discrimination in Employment Act

(“ADEA™) and the PHRA.
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26, Such priorities were raised repeatedly in meetings of the US Human Resources
Committee.
27. For instance, on February 23, 2011 the minutes of the Strategic Human Resources

Committee reflect that IKEA had an age distribution objective for its senior management of:
a. Changing high potentials to under 25;
b. One member under 30 on the SSG; and
& At least one member on the US management team under 35 by 2015.

28.  Again on April 27,2011 that Committee met and its minutes again reflect a
modification to paragraph 25(c) above in that the individual would be under 35, not under 30.

29. Again on May 23, 2011, that Committee met and its minutes once more reflect
that the committee “Agreed to remove the age distribution KPI but keep this as a wished position
that we are creating a process to achieve.”

30. These priorities of promoting and hiring individuals younger than 40 were
expressed in slide decks presented to and approved by the Strategic Human Resources
Committee and disseminated to all of IKEA’s retail and headquarters operations.

31. For instance, Slide 11 of the “ US Succession Planning Process FY2012-2014,” a
copy of which is attached hereto, made part hereof, and marked Exhibit E states that US Goals
are:

a. Management team to include 1-2 “high potential members” under 25 by

the end of 2012;

b. SSG to include one member under 30 by the end of 2013;
& At least one member on the US management team under 35 by 2015.

32, Similarly, the stated Succession Goals set forth in a slide deck “Management
Review FY 2013,” a copy of which is attached hereto, made part hereof, and marked Exhibit F

were:
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a. Management team to include 1-2 “high potential members” under 25 by
the end 0f 2012;

b. SSG to include one member under 30 by the end of 2013;

g At least one member on the US management team under 35 by 2015.

33. These stated goals and objectives were established by the Strategic Human
Resources Committee and were disseminated to all of IKEA’s US retail stores and its
management headquarters for implementation in the day-to-day operations of IKEA.

34. These objectives of focusing on promoting those in their twenties and thirties to
were repeated consistently in long-term strategic human resources training starting in 2012 and
continuing in 2013, 2014 and at least through the end of Plaintiff’s employment with IKEA in
2017.

IKEA starts to explore a living wage, but pay equity becomes the issue.

35. During the period from 2Q12 through 2013, Plaintiff was assigned the task of
exploring the possibility of IKEA providing a “living wage” to its employees.

36. Olson, then the USA Acting CEO of IKEA, stated publically that he wanted to
implement a “living wage” during the fall of 2013.

37.  Inthe fall 0f 2013 Olson assigned to Plaintiff the job of doing a “financial impact
analysis” assuming IKEA did institute a living wage, providing information on the costs
associated with such a step.

38.  Plaintiff worked with IKEA’s consultant Towers Watson to develop a responsive
report to Olson’s request through the winter of 2013 into early 2014.

59 During late 2013, Plaintiff interviewed for the position of Country HR Manager,
US with IKEA, a position for which she was fully and well-qualified.

40. Mike Ward, the then CEO of IKEA’s USA retail operations told Plaintiff that she

did not get the promotion.
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41. Instead IKEA hired Jackie DeChamps, a woman under the age of 40, whose start
date was in February 2014.

42. Around the same time that DeChamps started, Lars Mitdrum, a white male, asked
Plaintiff to do an analysis of “Volume B” Store Managers’ pay levels because a Minnesota store
manager, James Organ, was complaining that he was underpaid.

43, Plaintiff compiled an analysis with the assistance of Respondent’s consultant
Towers Watson, and developed a spreadsheet reflecting that not only Mr. Organ, but several
other female managers at Volume B stores were making disproportionately less money than men
in substantially equivalent positions. A copy of this spreadsheet is attached hereto, made part
hereof, and marked Exhibit G.

44. Exhibit G clearly shows that almost every woman Volume B store manager is
receiving compensation below the mean, whereas nearly all male Volume B store managers
except Mr. Organ were earning at or above the mean.

45. Exhibit G further shows that the sole African American male Volume B store
manager is earning below the mean.

46.  Plaintiff believed in good faith that this pay inequity was a violation of Title VI,
the PHRA and the Equal Pay Act (“EPA™).

47. Plaintiff informed Mr. Mitdrum about the pay inequity involving the women
managers, and she suggested that we meet with other Deputies of Respondent to address the pay
inequity so that IKEA did not continue to be in violation of the law.

48. In response to Plaintiff’s request, Mr. Mitdrum instructed her not to do so.

49. IKEA only gave Mr. Organ received a raise, and did not adjust the pay levels of

any of the affected female managers of its Volume B stores.
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Plaintiff continues to warn IKEA management about pay equity problems.

50. At some point after DeChamps started, Mr. Ward was promoted, and Olson
became Acting CEO of IKEA USA.

51. By this point in time, Plaintiff’s analysis requested by Mr. Olson regarding “living
wage” was complete, and a meeting was scheduled to present the information at a meeting of the
Committee.

52. A week before the Committee meeting, Plaintiff met with Olson and DeChamps
to review the slides she had prepared with Towers Watson for the presentation regarding “living
wage” and “pay equity.”

53. When Plaintiff met with Olson and DeChamps she was mindful of Mr. Mitdrum’s
request that she not discuss the specific pay equity issues and the legal liabilities created by
IKEA’s underpayment of women in equivalent positions with anyone else.

54.  Plaintiff knew that at that time there were, in fact, women in positions equivalent
to men who were not receiving the same pay at IKEA and that this liability could extend further
than just the Volume B stores.

55.  Plaintiff specifically informed both Olson and DeChamps of the foregoing and
that IKEA faced legal liability because women in equivalent positions were not being paid the
same amount as men.

56. Olson asked Plaintiff whether she could quantify the amount of exposure for this
legal liability.

57. Plaintiff conceded that “it could be a dollar it could be a million,” because she did
not know the precise amount (other than for the Volume B stores) and because IKEA had refused
to do an internal pay equity audit at that point for a long time.

58. Plaintiff’s good faith belief and hope was that by convincing Olson and/or

DeChamps to conduct a pay equity audit not only the Volume B store managers, but of any other

sl
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IKEA employee who was not being paid the same as men in equivalent positions, that IKEA
would ensure pay equity across the board and thereby bring itself in compliance with Title VII
and the EPA.

59. During that meeting, Plaintiff also advised Olson and DeChamps of the following:

a. Compression: If a living wage were implemented, IKEA would need to
address the fact that some employees would get a pay raise taking them closer to their
supervisor's income level, or to pay levels of coworkers with greater seniority.

b. Conflict with Pay Equity: It would be advisable to engage in a pay equity
audit before offering a living wage because: (1) implementing a living wage could
exacerbate any existing pay equity problems (such as that encountered with the Volume B
stores); and (2) IKEA USA had not done a pay equity audit in at least 12 years.

60.  Towers Watson also confirmed to Olson and DeChamps that their opinion in this
regard mirrored Plaintiff’s conclusions.

61. Olson then inquired how much a pay equity audit would cost IKEA once it
revealed the extent of IKEA’s equal pay violations.

62.  Plaintiff advised Olson that she could not quantify the cost of such an audit
without knowing its breadth or scope.

63. Olson then stated unilaterally that “we can’t afford to do a pay equity audit.”

64. Plaintiff reiterated that because of the existence of known pay equity issues
relating to women that such an audit should be performed before “living wage” was adopted
because if even one coworker contacted Federal authorities, Plaintiff recognized that IKEA
would face significant financial exposure.

65. Plaintiff reiterated for Olson and DeChamps that if even one employee contacted
the US Department of Labor and that agency found a pay equity problem, any violation of the
EPA could result in considerable penalties to IKEA.

oy TA
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66. Olson instructed Plaintiff to remove the pay equity slides from her presentation on
living wage and that he did not intend to share the information with the entire Committee. A
copy of the slides Olson compelled Plaintiff to remove is attached hereto, made part hereof, and
marked Exhibit H.

67.  Plaintiff presented her findings to the Committee, a group of approximately 15
people including Olson, DeChamps, US retail deputies, Distribution Services, and other US
teams members in March of 2014.

68.  Plaintiff’s presentation, stripped of the pay equity slides Olson forced her to
remove, included several scenarios for implementation of a living wage at IKEA USA. A copy
of the slide deck is attached hereto, made part hereof, and marked Exhibit I.

69.  Plaintiff specifically recommended approach “3(c)” which would have cost IKEA
approximately $27 million dollars.

70. In that meeting, the problems Plaintiff had raised with Olson regarding
compression and the need for a pay equity audit were not discussed.

71.  In that meeting, Olson said that he preferred “scenario 1(c)” which was the least
expensive implementation of living wage, costing only $13 million dollars.

72.  Olson assigned to Plaintiff the task of designing a plan to execute option 1(c).

3. On or about March 20, 2014, Plaintiff met with Jerald Yee and Towers Watson
via a WebEx to review what transpired in the meeting with SHR and to brainstorm how to
effectuate the Olson’s instructions.

74.  IKEA’s corporate philosophy has always been to reflect upon management
decisions even after they are made, and because Plaintiff knew that some equal pay violations
existed at IKEA at least at the Volume B stores, Plaintiff became increasingly worried about
IKEA’s exposure to legal liability for the pay equity complications of implementing a living

wage, so she sent an email on March 20, 2014 to Olson and to DeChamps restating her concerns.

< Tl
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Plaintiff is punished for raising these issues with management.

75.  After receiving no response to the March 20, 2014 email, and being extremely
concerned about what she knew to be a liability exposure to IKEA, Plaintiff again emailed Olson
and DeChamps two days later, on March 26, 2014.

76. In her March 26, 2014 email, Plaintiff specifically asked to have the opportunity
to review these matters with Olson and DeChamps again.

77.  Olson told Plaintiff that he was unavailable and instructed her to meet with
DeChamps instead to discuss her concemns.

78.  Plaintiff met with DeChamps on March 27, 2014 at which time DeChamps told
Plaintiff that her job had been “eliminated” effective August 31, 2014.

79.  Plaintiff’s position was eliminated because Plaintiff raised the good faith belief
that IKEA was in violation of the law for failing to pay women the same amount as men in
equivalent positions.

80. Over the next few months, DeChamps offered several “alternate facts” as reasons
for the elimination of Plaintiff’s position, none of which are truthful.

a. DeChamps said that the reason was that “no other function has its own
business navigator” which is not true at IKEA.
b. Later, DeChamps explained that the elimination of Plaintiff’s position

“aligned with Global HR,” which is also not true, because at the time Global HR also had

a Business Navigator.

& Finally, DeChamps claimed that the reason for the elimination of Plaintiff’s
position was actually a “philosophical difference” between her and her predecessor, Mehta,
regarding the function of Respondent’s Human Resources Service Center. Ms. DeChamps

claimed that retail stores (where she had previously worked with IKEA) were “strategic”

21 1w
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and “operational,” and that the HRSC should also be both strategic and operational, but in

fact, IKEA’s policy is that stores are “operational,” not “strategic.”

81.  None of the reasons put forth by DeChamps for the elimination of Plaintiff’s
position are truthful, but all are pretext for the discriminatory and retaliatory motives for my
termination.

82.  Notwithstanding DeChamps’ continuing changes to the explanation for the
elimination of Plaintiff’s position, Plaintiff met with her to express her ongoing concerns about
pay equity and the imposition of living wage via “scenario 1(c)” on April 2, 2014.

83.  DeChamps was dismissive of the concerns Plaintiff raised.

84. On April 9, 2014, Plaintiff again met with DeChamps before DeChamps left for
vacation, and advised DeChamps that she applying for an open and posted HR Ops position.

85.  DeChamps told Plaintiff that she should instead consider a position with IKEA’s
Property organization instead because the HR Ops position was supposed to be DeChamps own
successor and, DeChamps said, “should be young talent.”

IKEA, Olson and DeChamps begin to retaliate against Plaintiff for her protected activity.

86.  After DeChamps’ return from vacation, she instructed Plaintiff not to come to
certain meetings which Plaintiff had heretofore regularly attended.

87.  DeChamps also reassigned projects on which Plaintiff had been working to other
people.

88. At that point, DeChamps began to engage in a pattern of marginalizing Plaintiff’s
responsibilities with IKEA, even though Plaintiff’s position was to remain through the end of
August of 2014,

89. On April 29, 2014 Plaintiff’s counsel contacted Olson at IKEA and expressed

concerns that Plaintiff was being treated unlawfully: (1) because of her age; and (2) because she

= 2=
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had raised issues regarding pay equity. A copy of that correspondence is attached hereto, made
part hereof, and marked Exhibit J.

90.  Plaintiff’s contacting IKEA by her counsel to register a good faith believe that she
was treated unlawfully itself constituted protected conduct under Title VII, the Age
Discrimination in Employment Act , the EPA as well as the PHRA.

91.  Plaintiff continued to look for other positions with IKEA because she believed in
the company and enjoyed her work, notwithstanding what had transpired regarding her pay
equity concerns.

92. On May 13, 2014, Olson called Plaintiff into the IKEA’s HR Office and initially
threatened to write her up for certain conduct.

93.  After Plaintiff presented Olson with facts demonstrating that there was no basis
for him to write her up, Olson did not do so.

94. Several days later, DeChamps pulled Plaintiff into a meeting to discuss a “follow-
up” to her meeting with Olson in which he had initially threatened to discipline Plaintiff, then
relented.

95.  Plaintiff reiterated to DeChamps the accurate version of facts she had relayed to
Olson, which significantly deviated from Ms. DeChamps’ version of facts, a version which
DeChamps had misrepresented to Mr. Olson.

96. DeChamps told everyone in the US Human Resources Management Team that
Plaintiff had secured legal counsel and was pursuing a claim against IKEA, even though Plaintiff
had not yet even filed a charge with the EEOC.

97.  DeChamps further instructed her team members to inform their respective teams

that Plaintiff was bringing legal action against IKEA.
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98.  DeChamps was visibly more disturbed that someone had “leaked” her secret that
Plaintiff was represented than the underlying issues Plaintiff’s legal counsel had raised with
Olson.

99. As late as June 11, 2014, Towers Watson, however, was still warning Olson and
DeChamps about the pay equity issues, as indicated in the attached email, made part hereof and
marked Exhibit K.

100.  Plaintiff interviewed for the HR Ops position on June 23, 2014, a position for
which she was eminently qualified.

101.  Plaintiff was candidate reference number 11197744 for that position.

102.  In August of 2014 Plaintiff learned that she did not get that position.

103. By August of 2014, Plaintiff was aware that many in IKEA’s Global HR knew
that she was represented by counsel and had raised employment discrimination claims against
IKEA.

104.  Olson’s and/or DeChamps revealing that Plaintiff was represented by counsel and
claiming unlawful conduct on IKEA’s part, and their revealing this information was intended to
further isolate, ostracize and punish Plaintiff for having engaged in activity protected by Title
VII, the EPA, the ADEA and the PHRA.

105. Nevertheless, Plaintiff applied for the position of Business Navigator, Trading,
with IKEA in August of 2014, a position for which she was well-qualified at the time the
position and its description was posted.

106.  While working from home waiting for the status of this application, IKEA
“extended” her position as US Human Resource Business Navigator.

107.  Plaintiff interviewed in September of 2014 for the position of Business Navigator,
Trading, after which the IKEA informed her that the job description was completely changed,

and now involved more compliance and financial issues than she was qualified to handle.

'l
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108.  Plaintiff therefore withdrew her application.

109.  Plaintiff believes and therefore avers that the job description was only revised
after Plaintiff applied for the position, so as to further punish her for engaging in protected
activity under Title VII, the Age Discrimination in Employment Act (“ADEA”), the EPA and the
PHRA.

110.  On September 19, 2014, DeChamps contacted Plaintiff stating that: (1) she
understood that Plaintiff was not taking the trading position and that she understood that was
because of the changes in the job description; (2) that she knew that Plaintiff applied for HR Ops
role in Distribution and that the Respondent was going to extend Plaintiff’s position further.

111. DeChamps further advised Plaintiff that she had to either immediately return to
the office and work with KC Olaffsson, another woman who is over 40 on a specific project, or
use up my paid time-off until a decision was made about the Distribution job.

112. DeChamps insisted that Plaintiff that she respond to the preceding instruction the
same day.

113.  Plaintiff told DeChamps that she would come back into the office and work with
Ms. Olafsson.

114.  DeChamps said, “great, we have your desk, we haven't changed anything.”

115.  Plaintiff returned to the office on September 22, 2014.

116.  During that time, Plaintiff was assigned a project by DeChamps which involved
my working with IKEA’s lawyers at Jackson Lewis and investigate IKEA’s exposure and the
advantages and disadvantages of changing the classification of exempt employees to non-exempt
status.

117.  Plaintiff engaged in several conversations with Jackson Lewis and finalized a

presentation for a presentation to the management team.

=15 =



Case 2:18cv-03651-AB Document1 Filed 0827/18 Page 16 of 33

118.  While Plaintiff was working on this project, DeChamps expressed her relief that
Plaintiff was involved in studying the reclassification issues because she believed the decision to
adopt the living wage should have been more thoroughly vetted than it had been and not rushed
through, as Plaintiff had originally cautioned.

119.  Approximately one week later, Plaintiff’s desk was taken away and she was told
to “find a hot desk,” which means to take any available unassigned desk which was kept
available for mobile co-workers.

120.  Plaintiff believes and therefore avers that at this point, DeChamps was punishing
Plaintiff not just for engaging in protected activity, but also for having proven DeChamps wrong
about the pay equity issue.

121.  Plaintiff applied for several roles for the IKEA Property organization, including
Property Deputy, a position for which she was well-qualified, and she was interviewed with
Doug Greenholz, the head of Property.

122, Plaintiff learned in November of 2014 that she was not being considered for a
second interview.

123.  Plaintiff applied for another property position, but she was told that she would
have to be able to work on her feet all day, which she was unable to do, and, accordingly,
Plaintiff withdrew.

124.  In November 2014 Plaintiff was eligible for her annual “performance evaluation
review,” however DeChamps neither raised the subject nor scheduled one.

Plaintiff secures a new position with IKEA which essentially constitutes a demotion.

125.  Plaintiff then applied for HR Business Partner — DSNA, a position with IKEA in
Westhampton, NJ at a significantly lower pay scale than her previous pay scale, and a position
for which she was well-qualified.

126.  Plaintiff was hired for that position and began on January 5, 2015.

-16 -
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127.  Plaintiff had earned at least $179,000 per year at her prior position as US Human
Resource Business Navigator, but this new position paid approximately $122,000 per year, and
also reduced Plaintiff’s eligibility for various performance bonuses and the range and amount of
such bonuses.

128.  Overall, the economic loss to Plaintiff resulting from the demotion totals $2
million dollars over Plaintiff's expected career with IKEA until retirement at age 65.

129.  As Human Resources Business Partner, Plaintiff’s responsibilities included, but
were not limited to:

a. Providing strategic and customized human resources consultancy to

Respondents” human resources manager and leadership teams;

b. Facilitate a strong leadership culture, provides advice, and coach partners
as necessary;

. Ensure compliance with all human resources laws and regulations; and

d. Provide rigorous data analysis and reporting solutions based on business
need.

Plaintiff files her first administrative charge with the EEOC.

130.  Plaintiff had been demoted to this position back in 2014 after which she filed a
Charge of Discrimination with the EEOC which was docketed at 530-2015-03294 and cross-filed
with the Pennsylvania Human Relations Commission, Exhibit A hereto.

131. In conjunctions with her Charge of Discrimination she engaged in the following
activities which are protected under Title VII, the PHRA, the ADEA and the EPA:

a. Meeting with investigators from the EEOC;
b. Identifying documents, data, and resources for the investigators to

facilitate the investigation of her Charge of Discrimination;

-17-
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c Identifying witnesses and other individuals who could provide information
and further resources to facilitate the investigation of her Charge of Discrimination.

132, Through her legal counsel, Plaintiff continued to contact the EEOC regularly
about the status of her Charge of Discrimination, including conversations with the then Regional
Director, Spencer Lewis, as well as other officials of the Equal Employment Opportunity
Commission.,

133.  Throughout 2017, through my legal counsel, Plaintiff continuously contacted the
investigator assigned to my Charge of Discrimination and was repeatedly advised that
Respondents were providing additional information responsive to the EEOC’s requests.

134. From the time of the filing of her Charge of Discrimination through and including
August of 2017 Plaintiff was both opposing conduct in violation of Title VII, the PHRA, the
ADEA, and the EPA, and she was also participating in the investigation of conduct in violation
of those laws.

135.  Plaintiff’s opposition to and participation in the investigation of the facts of her
Charge of Discrimination constituted “protected activity” under the anti-retaliation provisions of
Title VII, the PHRA, the ADEA, and the EPA.

IKEA again fails to promote Plaintiff due to her age.

136. By December of 2015, DeChamps had taken a new position with IKEA, and
Nabeela Ixtabalan, a woman under 40 had been appointed her successor.

137.  The appointment of Nabeela Ixtabalan to DeChamps prior position without
posting for the position was a significant deviation from IKEA’s standard succession practice.

138.  The promotion of Nabeela Ixtabalan to DeChamps’ former position was entirely
in keeping with the Strategic Human Resources Committee’s stated intention of only advancing

persons under the age of 40 in management.
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139. At that point, Nabeela Ixtabalan posted an additional HR Operations position for
which Plaintiff was well-qualified.

140.  Plaintiff in fact applied for this HR Operations position.

141.  Nabeela Ixtabalan refused to interview Plaintiff in person for the position.

142.  IKEA ultimately awarded the position to a male who was under the age of 40.

IKEA again terminates Plaintiff’s employment.

143, In August of 2017 Plaintiff was advised that her current position was “eliminated”
as of October 13, 2017 and she was instructed to “transition” her duties in due course.

144.  Plaintiff’s supervisor’s instructions to Plaintiff about winding down her job are
attached hereto and made part hereof as Exhibit L1 and L2.

145.  On October 13, 2017, the position to which Plaintiff had been demoted was
eliminated and her employment with IKEA was terminated.

146.  On or about October 4, 2016, Plaintiff was approved for intermittent Family and
Medical Leave.

147. A copy of the approval is attached hereto, made part hereof, and marked Exhibit

148. At the same time Plaintiff was told of the elimination of her position, Plaintiff’s
supervisor said that a newly created position would be posted before Plaintiff’s last day, and that
Plaintiff was welcome to apply for that position.

149.  Notwithstanding the lawful grant of Family and Medical Leave to PlaintifT,
Plaintiff’s supervisors at IKEA began thereafter to engage in a pattern and practice of criticizing
Plaintiff and complaining about her absence from work.

150.  For instance, Plaintiff’s supervisors engaged in a pattern and practice of depriving

Plaintiff of information and data she required to do her job.
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151.  Immediately after Plaintiff’s termination, IKEA posted the position referred to in
paragraph 147 above, but rather than that being a “newly created position,” it was precisely the
same as the position from which the Plaintiff had been terminated.

152. A copy of this posting is attached hereto, made part hereof and marked Exhibit N.

153.  Plaintiff was not permitted to apply for this position.

154.  IKEA filled this position with another individual under the age of 40 who had not
previously been on intermittent leave.

155.  Immediately after her termination, Plaintiff filed her second EEOC charge,
Exhibit C hereto, alleging that this termination constituted further retaliation.

156.  Shortly after learning of Plaintiff’s new EEOC charge, IKEA changed the title of
this position in its HR information system so as not to appear to be identical to the Plaintiff’s

former position.

COUNT1I
Title VII — Gender-based discrimination
Plaintiff'v. IKEA

157.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.

158.  Plaintiff brings the within claim for violation of the Title VII on her own behalf
and on behalf of those similarly situated.

159.  Plaintiff, along with many other women in various roles and positions at [IKEA
were systematically paid less than men in similar and/or equivalent roles and positions.

160.  This systematic underpayment was part of a bias on IKEA’s part against women
employees which IKEA refused even to explore through an audit until after Plaintiff’s

employment was terminated, notwithstanding Plaintiff’s own warning to not only IKEA but also

Olson and DeChamps.
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161. Plaintiff’s gender was a motivating factor in the adverse actions IKEA took
against her, including, but not limited to the failure to hire her to multiple positions for which she
was qualified and the termination of her employment not once, but twice.

162.  Plaintiff’s age was a determinative factor in the adverse actions IKEA took
against her, including, but not limited to the failure to hire her to multiple positions for which she
was qualified and the termination of her employment not once, but twice.

163. IKEA’s practice violated Title VII in that it subjected women to different terms
and conditions of employment because of their sex.

COUNT II
PHRA — Gender based discrimination
Plaintiff v. IKEA

164.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.

165.  Plaintiff brings the within claim for violation of the PHRA on her own behalf and
on behalf of those similarly situated.

166.  Plaintiff, along with many other women in various roles and positions at IKEA
were systematically paid less than men in similar and/or equivalent roles and positions.

167.  This systematic underpayment was part of a bias on IKEA’s part against women
employees which IKEA refused even to explore through an audit until after Plaintiff’s
employment was terminated, notwithstanding Plaintiff’s own warning to not only IKEA but also
Olson and DeChamps.

168. Plaintiff’s gender was a motivating factor in the adverse actions IKEA took
against her, including, but not limited to the failure to hire her to multiple positions for which she
was qualified and the termination of her employment not once, but twice.

169.  Plaintiff’s gender was a determinative factor in the adverse actions IKEA took
against her, including, but not limited to the failure to hire her to multiple positions for which she

was qualified and the termination of her employment not once, but twice.
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170.  This practice violated the PHRA in that it subjected women to different terms and
conditions of employment because of their sex.
COUNT 111
Title VII — Age Discrimination in Employment
Plaintiff v. IKEA
171.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.
172. IKEA’s intentionally discriminatory conduct against Plaintiff because of her age
includes, but is not limited to:
a. IKEA repeatedly failed to hire her for positions for which she was well-
qualified because her age was over 40.
b. IKEA changed on the fly job descriptions so as to disqualify Plaintiff after
she had applied,;
X IKEA twice reposted positions from which Plaintiff was terminated
without permitting Plaintiff to reapply; and
d. IKEA implemented a leadership development policy and culture to
encourage only those under the age of 40 to seek promotions.
173.  Plaintiff brings the within claim for violation of the ADEA on her own behalf and
on behalf of those similarly situated.
174.  IKEA has intentionally discriminated against Plaintiff and Older Coworkers
because of their age.
175.  IKEA engaged in a pattern and practice of age discrimination against Plaintiff and
Older Coworkers in that:
a. Certain positions were specifically “designed” for younger individuals,
such as the position DeChamps was hired for over Plaintiff;
b. IKEA repeatedly hired less-qualified but younger individuals to positions

for which Plaintiff was well-qualified and had applied;
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o IKEA had a corporate culture and policy of preferring individuals under

40 to those over the age of 40 in hiring and promotion;

d. Age has been a determinative factor in connection with IKEA’s decisions
to hire, terminate and/or promote Plaintiff and Older Coworkers; and
£ IKEA both refused to promote and/or eliminated the positions of those

over the age of 40.

176. A male under the age of 40 was hired for the HR Ops Position that Nabeela
Ixtabalan specifically stated was for a younger person.

177, As adirect result of IKEA’s discriminatory conduct, Plaintiff and persons
similarly situated have in the past incurred and in the future will continue to incur a loss of
earnings, earning capacity, benefits, bonuses, equity grants, retirement benefits, and other
financial losses.

178.  Plaintiff’s age was a motivating factor in the adverse actions IKEA took against
her, including, but not limited to the failure to hire her to multiple positions for which she was
qualified and the termination of her employment not once, but twice.

179.  Plaintiff’s age was a determinative factor in the adverse actions IKEA took
against her, including, but not limited to the failure to hire her to multiple positions for which she
was qualified and the termination of her employment not once, but twice.

180. IKEA has hereby violated the ADEA.

181. IKEA’s violation of the ADEA has been willful and warrants the imposition of
punitive damages.

COUNT 1V
Pennsylvania Human Relations Act — Age Discrimination in Employment
Plaintiff'v. All Defendants
182.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.

183.  IKEA intentionally discriminated against Plaintiff because of her age in that:
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a. It repeatedly failed to hire her for positions for which she was well-

qualified because her age was over 40,

b. IKEA designated certain positions for younger individuals, such as the
position Plaintiff was not hired for but DeChamps was.

g IKEA repeatedly hired less-qualified but younger individuals to positions
for which Plaintiff was well-qualified and had applied;

d. IKEA had a corporate culture and policy of preferring individuals under

40 to those over the age of 40 in hiring and promotion;

e. Age has been a determinative factor in connection with IKEA’s decisions
to hire, terminate and/or promote Plaintiff and Older Coworkers; and
f. IKEA both refused to promote and/or eliminated the positions of those

over the age of 40.

184. A male under the age of 40 was hired for the HR Ops Position that Nabeela
Ixtabalan specifically stated was for a younger person.

185.  Plaintiff’s age was a motivating factor in the adverse actions IKEA took against
her, including, but not limited to the failure to hire her to multiple positions for which she was
qualified and the termination of her employment not once, but twice.

186. Plaintiff’s age was a determinative factor in the adverse actions IKEA took
against her, including, but not limited to the failure to hire her to multiple positions for which she
was qualified and the termination of her employment not once, but twice.

187.  As adirect result of IKEA’s discriminatory conduct, Plaintiff and persons
similarly situated have in the past incurred and in the future will continue to incur a loss of
earnings, earning capacity, benefits, bonuses, equity grants, retirement benefits, and other
financial losses.

188. IKEA has thereby violated the PHRA.
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COUNT V
Title VII — Retaliation
Plaintiff v. IKEA
189.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.
190.  Plaintiff engaged in activity which is protected by Title VII in that she both
opposed the unlawful conduct of IKEA but also participated in the investigation of her
complaints regarding such conduct.

191.  Such protected activity included, but was not limited to:

a. Opposing IKEA management policies which were biased against women
and older workers violated Federal and State law;

b. Sending repeated emails and engaging in subsequent conversations with
Olson and DeChamps reiterating her good faith conviction that IKEA was systematically
violating Federal and state law due to its policies biased against women and older
workers;

2 Filing a formal charge with the Equal Employment Opportunity
Commission complaining about violations of Title VII;

d. Participating in the investigation of her EEOC complaint by meeting with
the EEOC’s investigators;

e. Reaching out to IKEA by and through her counsel to register her good
faith belief that she was being treated differently due to her sex and/or age; and

f. Continuing to reach out by and through her counsel to the EEOC to seek
the further investigation into her initial charge of discrimination.
192.  Such retaliation included, but was not limited to:

a. Ostracizing Plaintiff from her coworkers;

b. Leaking the information to her coworkers that Plaintiff had secured

counsel and was prosecuting a claim against IKEA for employment discrimination;

>
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& Removing responsibilities from Plaintiff which she had traditionally held;
d. Threatening to discipline on false grounds;

- Confiscating Plaintiff’s desk;

f: Preventing Plaintiff from every effort she made to find a different position
at IKEA;
g Twice firing Plaintiff alleging that her position had been eliminated, but

reposting the exact same position on both occasions and precluding Plaintiff from

applying.

193.  All of the preceding actions by IKEA were because of Plaintiff’s having opposed
IKEA’s unlawful practices and participated in the investigation of her complaints about those
unlawful practices.

194.  There was a causal connection between the protected activity of the Plaintiff and
the adverse employment actions taken by IKEA.

195.  Such retaliation violates Title VII anti-retaliation provisions.

196.  Plaintiff suffered money damages as a result of IKEA’s retaliation, including loss
of income, medical benefits, equity grants, retirement benefits, as well as humiliation and other
unliquidated damages to which she is legally entitled.

COUNT VI
PHRA - Retaliation
Plaintiff'v. All Defendants

197.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.

198.  Plaintiff engaged in the protected conduct of raising concerns of pay equity for
women not earning as much as men in equivalent positions;

199.  Plaintiff engaged in the protected conduct of raising concerns about a corporate

policy of discriminating against older employees;
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200. Plaintiff engaged in the protected conduct of opposing such practices when she
retained counsel and instructed counsel to reach out to IKEA to raise these issues.

201.  As aresult of raising these concerns, Plaintiff’s position was “eliminated.”

202.  Asaresult of raising these concerns, Plaintiff was passed over for promotion(s).

203.  Asaresult of raising these concerns Plaintiff was not hired for positions for which
she was well qualified.

204.  As aresult of raising these concerns, Plaintiff was ultimately forced to accept a
position at a lesser pay with a significantly greater commute and reduced earnings potential,
effectively constituting a demotion.

205.  There are no legitimate business explanations for the elimination of Plaintiff’s
position and/or the refusal to hire her for other positions and/or promote me or my demotion and
that any explanations proffered are pretextual.

206. There was a causal connection between the protected activity of the Plaintiff and
the adverse employment actions taken by IKEA.

207. IKEA’s retaliatory conduct towards Plaintiff violates the PHRA.

COUNT VII
PHRA — Aiding and Abetting
Plaintiff v. Olson and DeChamps

208.  Plaintiff incorporates all prior paragraphs hereof as if set forth at length below.

209. The PHRA provides that it is an unlawful practice “For any person. . . to aid,
abet, incite, compel or coerce the doing of any act declared by this section to be an unlawful
discriminatory practice, or to obstruct or prevent any person from complying with the provisions
of this act . . . or to attempt, directly or indirectly, to commit any act declared by this section to
be an unlawful discriminatory practice.” 43 Pa. Stat. §§955(¢).

210. Olson’s conduct which aided and abetted IKEA’s violations of the PHRA

includes, but is not limited to the following:
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a. Olson disregarded Plaintiff’s repeated warnings about pay equity
violations;

b. As Acting CEO of IKEA, Olson institutionalized unlawful discriminatory
practices with respect to the age and sex of workers;

c. Olson permitted the retaliation against Plaintiff, especially after specific
allegations were brought to his attention by Plaintiff’s counsel in 2015, months before
Plaintiff’s demotion or her having filed a formal administrative charge; and

d. Olson failed to ensure that Plaintiff was hired for positions to which she
applied for which she was well-qualified, instead of lesser qualified candidates who were
under the age of 40.

211.  DeChamps’ conduct which aided and abetted IKEA’s violations of the PHRA

includes, but is not limited to the following:

a. DeChamps disregarded Plaintiff’s repeated warnings about pay equity
violations;
b. DeChamps designated certain positions for “younger” employees;

g DeChamps discouraged Plaintiff from applying to positions for which
DeChamps was predisposed to hire employees under age 40;

d. DeChamps personally singled out Plaintiff for retaliatory treatment after
learning that she had retained counsel and was opposing IKEA’s discriminatory conduct;

e DeChamps breached the confidentiality of human resources investigations
by letting it be known that Plaintiff had secured counsel; and

f. DeChamps issued deliberately contradictory instructions to Plaintiff to

punish Plaintiff for registering her good faith belief of unlawful practices by IKEA.
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212.  Olson’s and DeChamps actions aided and abetted IKEA in facilitating its
unlawful bias against Plaintiff and others similarly situated based upon their gender and/or their
age (over 40), in violation of the PHRA, subjecting each to individual liability.

COUNT VIII
Violation of the Equal Pay Act
Plaintiff v. IKEA

213.  Plaintiff incorporates all prior paragraphs as though fully set forth herein.

214. At all times material to this Civil Action Complaint the Plaintiff and other female
employees have consistently been paid less than men in comparable positions performing
substantially equal work under substantially equal working conditions.

215. At all times material to this Civil Action Complaint, the Plaintiff and other female
employees have consistently received smaller pay increases than men in comparable positions
performing substantially equal work under substantially equal working conditions.

216. These disparities in pay are not attributable to:

(a) any seniority system;

(b) any merit pay system;

(c) any system which measures earnings by quantity or quality of production;
or

(d) any differential based upon a factor other than sex (female).

217.  This institutionalized disparity between pay and pay increases for Plaintiff and
other similarly situated females and men violates the Equal Pay Act.

218. IKEA’s violation of the Equal Pay Act has been willful.

-29.



Case 2:18<v-03651-AB Document 1 Filed 0827/18 Page 30 of 33

COUNT IX
Equal Pay Act — Retaliation
Plaintiff v. IKEA

219.  Plaintiff incorporates all prior paragraphs as though fully set forth herein.

220.  Plaintiff’s initial complaint of gender-based discrimination in pay was registered
directly with Olson, the CFO and Acting CEO of IKEA in early 2014 which constituted
“protected conduct” as defined in the Equal Pay Act. (See paragraph 38 above and thereafter).

221.  Plaintiff’s further complaint of retaliation in by and through counsel in April of
2014 also constituted “protected conduct” as defined in the Equal Pay Act. (See paragraph 72
above and thereafter).

222.  Plaintiff’s filing of a charge of discrimination with the EEOC on June 25, 2015
also constituted “protected conduct™ as defined in the Equal Pay Act.

223.  Nevertheless, Plaintiff has been repeatedly punished with smaller pay increases
and pay rates which are not commensurate with pay levels for male employees and employees
who have not engaged in any protected activity, let alone three prior complaints, in violation of
the anti-retaliation provisions of the Equal Pay Act.

224.  IKEA has subjected Plaintiff to materially adverse employment actions as
punishment for her opposition and other protected conduct under the Equal Pay Act.

225.  IKEA has terminated Plaintiff’s employment as punishment for her opposition
and other protected conduct under the Equal Pay Act.

226.  Plaintiff’s complaints have also opposed IKEA’s discriminatory practice of
paying other female employees less than male employees in equivalent positions and IKEA has
punished Plaintiff with, inter alia, smaller pay increases and lower pay rates which are not
commensurate with pay levels for male employees or employees who have not opposed
violations of the Equal Pay Act, in further violation of the anti-retaliation provisions of the Equal
Pay Act.
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COUNT X
Family and Medical Leave Act — Retaliation
Plaintiff v. IKEA

227.  Plaintiff incorporates all prior paragraphs as though fully set forth herein.

228.  Plaintiff was qualified for Family and Medical Leave due to a serious health
condition which impaired one or more activity of daily living.

229. At some point, Plaintiff was able to return to perform the essential functions of
her job and return to work provided she was afforded intermittent Family and Medical Leave to
receive appropriate therapy, or for periods when the condition was more symptomatic.

230.  The approval of Plaintiff’s intermittent leave is attached hereto as Exhibit O.

231.  IKEA took adverse action against Plaintiff by terminating her, and such
termination was motivated, at least in part, by Plaintiff’s having taken authorized intermittent
FML.

232, Other individuals who did not take intermittent FML were not terminated, nor
were such individuals precluded from re-applying for their own jobs once they were reposted.

233. IKEA'’s termination of Plaintiff’s employment violated the anti-retaliation
provisions of the Family and Medical Leave Act.

234.  Plaintiff has suffered money damages in that she has lost back pay, front pay,
medical benefits, retirement benefits, bonuses and equity awards as a result of the unlawful

retaliation under the FMLA.

PRAYER FOR RELIEF

WHEREFORE, Plaintiff, for herself and on behalf of other female employees and
workers over 40 of IKEA who are and have been similarly situated since 2015, respectfully
requests that this Court enter a judgment in her and their favor and against Defendant as follows:

A. Damages in excess of ONE HUNDRED FIFTY THOUSAND DOLLARS
($150,000);
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B. Actual damages;

L Consequential damages;

D. Reinstatement of Plaintiff’s Lifetime Co-Worker Discount;

B, All damages available pursuant to 42 U.S.C. §2000e et sequitur and 43 Pa.
Cons. Stat. §954 et sequitur;

E, All damages available pursuant to the Pennsylvania Human Relations Act;
G. All damages available pursuant to the Equal Pay Act;

H. A Declaratory Judgmeﬁt that the Defendants have violated Title VII of the
Civil Rights Act, as amended and compelling the Defendants to immediately pay
Plaintiff and all other female employees of IKEA the same amounts as their male
counterparts, and further equalizing pay increases for female employees effective
immediately;

L. A Declaratory Judgment that the Defendants have violated the PHRA and
compelling the Defendants to immediately pay Plaintiff and all other female
employees of IKEA the same amounts as their male counterparts, and further
equalizing pay increases for female employees effective immediately;

L A Declaratory Judgment that the Defendants have violated the Equal Pay
Act, as amended and compelling the Defendants to immediately pay Plaintiff and
all other female employees of IKEA the same amounts as their male counterparts,
and further equalizing pay increases for female employees effective immediately;
K. Punitive damages as allowable by law;

Reasonable attorneys’ fees;

M. Costs of this action;

N. Damages for delay as allowable by law pursuant to Pennsylvania Rule of

Civil Procedure number 238, as amended; and
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0. For such other and further relief as this Honorable Court deems just and
appropriate, including, but not limited to an adjustment of any money damages to
compensate for the tax consequences of any verdict rendered hereunder.

B A trial by jury is hereby demanded by Plaintiff.

HAROLD M. GOLDNER
PA Attorney No. 32367
Kraut Harris, P.C.

5 Valley Square, Suite 120
Blue Bell, PA 19422
(215) 542-4900

Fax: (215) 542-0199
hgoldner@krautharris.com
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EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
PHILADELPHIA DISTRICT OFFICE

B Gorbeck, and others EEOC DOCKET NO,
Similarly situated o
v ; < 2 m
: 22 % om
IKEA North America Services, LLC : QT T =
E :
o o 1
STATEMENT OF CLAIM BE = B
- =
FACTS
i

My name is-Gorbeck. [ am a 54 year-old woman who up through and
including October of 2014

was employed by IKEA North America Services, LLC

(“Respondent”) in the position of “US Human Resource Business Navigator.” I reside at -
2,

IKEA North America Services, LLC is a limited liability company organized

under and pursuant to the laws of the State of Delaware with a principal place of business at 420
Alan Wood Road, Conshohocken, Pennsylvania 19428,
2.

As US Human Resource Business Navigator, my responsibilities included long-
term strategic planning for Respondent in the field of human resources, stafﬁng, and
compensation levels. 1 was also a member of the Strategic Human Resources Committee

(“Committee”) for Respondent’s USA retail operations.
3.

I was aware as long ago as 2011 that the long term strategy for Respondent was to

recruit “younger people” in management positions, and we discussed in the Committee the need

to avoid specifically violating the Age Discrimination in Employment Act and state laws against
age discrimination.
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4. During the period from 2012 through 2013, my prior supervisor Neena Potenza
assigned to me the task of exploring the possibility of Respondent providing a “living wage” to
its employees,

5, The USA Acting CEO of Respondent, Robert Olson also stated publically that he
wanted to implement a “living wage™ during the fall of 2013.

6. In the fall of 2013 Robert Olson ultimately assigned to me the job of doing a
“financial impact analysis” assuming IKEA did institute a living wage, providing information on
the costs associated with such a step.

7 I 'worked with Respondent’s consultant Towers Watson to develop a responsive
report to Mr. Olson’s request through the winter of 2013 into early 2014.

8. During late 2013, I interviewed for the position of Country HR Manager, US, a
position for which I was well-qualified.

9, Mike Ward, the then CEQ of Respondent’s USA operations told me that I did not
get the promotion.

10.  Respondent hired Jackie DeChamps, a woman under the age of 40, whose start
date was in February 2014.

1. Around the same time that Ms. DeChamps started, Lars Mitdrum, a white male,
asked me to do an analysis of “Volume B” Store Managers’ pay levels because a Minnesota store
manager, James Organ, was complaining that he was underpaid,

12.  Again, ] compiled an analysis with the assistance of Respondent’s consultant
Towers Watson, and developed a spreadsheet reflecting that not only Mr. Organ, but several
other female managers at Volume B stores were making disproportionately less money than men

in substantially equivalent positions, which I believed in good faith to be in violation of the law.
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13.  1informed Mr. Mitdrum about the pay inequity involving the women managers,
and suggested that we meet with other Deputies of Respondent to address the pay inequity so
that IKEA did not continue to be in violation of the law. Mr. Mitdrum instructed me not to do so.
Only Mr. Organ received a raise.

14, At some point after Ms, DeChamps started, Mr. Ward was promoted, and Mr.
Olson became Acting CEO of IKEA USA. By this point, the analysis requested by Mr. Olson
regarding “living wage” had been completed, and a meeting was scheduled to present the
information at a meeting of the Committee.

15. A week before the Committee meeting, I met with Mr. Olson and Ms, DeChamps
to review the slides I had prepared with Towers Watson for the presentation regarding “living
wage” and “pay equity.”

16.  When I met with Mr. Olson and Ms. DeChamps I was mindful of Mr. Mitdrum’s
request that I not discuss the specific pay equity issues and the legal liabilities created by IKEA’s
underpayment of women in equivalent positions with anyone else, but I believed it was
incumbent upon to alert both to the fact that there were, in fact, women in positions equivalent to
men who were not receiving the same pay at IKEA and that this liability could extend further
than just the Volume B stores.

17. I specifically told Mr. Olson and Ms. DeChamps that IKEA faced legal liability
because women in equivalent positions were not being paid the same amount as men.

18.  Mr. Olson asked me if I could quantify the amount of exposure for this legal
liability.

19. Ttold him “it could be a dollar it could be a million,” because I did not know the
amount (other than for the Volume B stores) and because IKEA had not performed an internal

pay equity audit at that point for a long time.
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20. It was my good faith belief and hope that by convincing Mr. Olson and/or Ms.
DeChamps to conduct a pay equity audit, not only the Volume B store managers, but any other
IKEA employee who was not being paid the same as men in equivalent positions could have
their pay adjusted, and I would not have violated Mr. Mitdrum’s trust.

21.  During that meeting, I also advised Mr. Olson and Ms, DeChamps of the
following:

A. Compression: If a [iving wage were implemented, IKEA would need to
address the fact that some employees would get a pay raise taking them closer to their
supervisor's income level, or to pay levels of coworkers with greater seniority.

B. Conflict with Pay Equity: It would be advisable to engage in a pay equity
audit before offering a living wage because: (1) implementing a living wage could
exacerbate any existing pay equity problems (such as that encountered with the Volume
B stores); and (2) IKEA USA had not done a pay equity audit in at least 12 years.

22, Towers Watson also advised Olson and DeChamps of their opinion in this regard
which mirrored my own.

23. M. Olson then inquired how much a pay equity audit would cost IKEA once it
revealed the extent of IKEA’s equal pay violations and I told him that I did not know without the
audit.

24.  Mr. Olson then stated that “we can’t afford to do a pay equity audit,”

25, I reiterated that because of the existence of known pay equity issues relating to
women that such an audit should be performed before “living wage” was adopted because if
even one coworker contacted Federal authorities, I expected there could be significant financial

exposure to Respondent for its liability.
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26.  Ireiterated for Mr. Olson and Ms. DeChamps that if even one employee contacted
the US Department of Labor and that agency found a pay equity problem, any violation of the
Lily Ledbetter law could result in considerable penalties to Respondent,

27.  Mr. Olson instructed me to remove the pay equity slides from my presentation on
living wage and that he did not intend to share the information with the entire Committee,

28. I presented my findings to the Committee, a group of approximately 15 people
including Mr. Olson, Ms. DeChamps, US retail deputies, Distribution Services, and other US
teams members in March of 2014, My presentation included several scenarios for
implementation of a living wage at IKEA USA. I recommended approach “3(c)” which would
have cost Respondent approximately $27 million dollars.

29.  In that meeting, the pfoblems I had raised with Mr. Olson regarding compression
and the need for a pay equity audit were not discussed.

30.  In that meeting, Mr. Olson said that he preferred “scenario 1(c)” which was the
least expensive implementation of living wage, costing only $13 million dollars, and he assigned
to me the task of designing a plan to execute option 1(c).

31. On or about March 20, 2014, I met with Jerald Yee and Towers Watson via a
WebEx to review what transpired in the meeting with SHR and to brainstorm if we could even
make this happen.

32.  Because Respondent’s corporate philosophy is to reflect upon management
decisions even after they are made, because I knew that some equal pay violations existed at
IKEA at least at the Volume B stores, I was increasingly worried about Respondent’s exposure
to legal liability for the pay equity complications of implementing a living wage, so I sent an

email on March 20, 2014 to Mr. Olson and to Ms, DeChamps to restate my concerns.
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33.  After receiving no response to my March 20, 2014 email, and being extremely
concerned about what I knew to be a liability exposure to IKEA, I again emailed Mr. Olson and
Ms. DeChamps on March 26, 2014. At that time I specifically asked to have the opportunity to
review these matters with Mr. Olson and Ms. DeChamps again.

34.  Mr. Olson told me he was unavailable and instructed me to meet with Ms.
DeChamps to discuss my concerns.

35.  I'met with Ms. DeChamps on March 27, 2014 at which time she informed me that
my job had been “eliminated” effective August 31, 2014.

36, I believe my position was eliminated because I raised the good faith belief that
IKEA was in violation of the law for failing to pay women the same amount as men in éqﬁvﬂent
positions. |

37.  Over the next few months, Ms. DeChamps offered several réasons for the
elimination of my position, none of which are truthful.

B At one point, Ms. DeChamps said that the reason was that “no other
function has its own business navigator.” That is not true at IKEA.'

b. Later, Ms. DeChamps explained that the elimination of my role “aligned
with Global HR.” This is also not true, because Global HR also has a Business Nav'igator.

(08 Finally, Ms. DeChamps claimed that the reason for the elimination of my
position was actually a “philosophical difference” between her and her predecessor, Ms.

Potenza, regarding the function of Respondent’s Human Resources Service Center, M.

DeChamps claimed that retail stores (where she had previously worked with Respondent)

were “strategic” and “operational,” and that the HRSC should also be both strategic and

operational. In fact, IKEA’s policy is that stores are “operational,” not “strategic.”
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38. 1 do not believe any of Ms. DeChamps® explanations for the elimination of my
position are true, but all are pretext for the discriminatory and retaliatory motives for my
termination,

39.  Notwithstanding Ms. DeChamps’ continuing changes to the explanation for the
elimination of my position, I met with her to express my concerns about pay equity and the
imposition of living wage via “scenario 1(c)” on April 2, 2014.

40.  Ms. DeChamps was dismissive of the concerns I raised.

41.  On April 9, 2014, I met again with Ms. DeCha:ﬁps before she went on vacation,
and advised her that I was applying for an open and posted HR Ops position. Ms. DeChamps
told me that I should consider a position with the Property organization of Respondent instead
because the HR Ops position was supposed to be her successor and “should be young talent.”

42.  After her return from vacation, Ms. DeChamps instructed me not to come to
certain meetings which I had regularly aﬁendcd; she also ‘rcassigned projects on which I had
been working to other people. Generally, Ms. DeChamps began to engage in a pattern of
marginalizing my responsibilities with Respondent, even though my position was to remain
through the end of August of 2014,

43.  On April 29, 2014 my counsel contacted Mr. Olson and expressed concerns that I
was being treated differently: (1) because of my age; and (2) because I had raised issues
regarding pay equity.

44. I continued to look for other positions with Respondent because I believed in the
company and enjoyed my work, notwithstanding what had transpired regarding my pay equity

CONncerns.,
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45.  On May 13, 2014, Mr. Olson called me into the Respondent’s HR Office and
initially threatened to write me up for certain conduct. He did not do so after I presented facts
demonstrating that there was no basis for him to do so.

46.  Several days later, Ms. DeChamps pulled me into a meeting to discuss a “follow-
up” to my meeting with Mr. Olson. I reiterated to her the accurate version of facts I had relayed
to Mr. Olson, which significantly deviated from Ms. DeChamps’ version of facts, a version
which she had misrepresented to Mr. Olson.

47. By this time, I had learned from others in the office that the fact I was represented
by counsel was known to other coworkers. Ms. DeChamps was visibly more disturbed that
someone had “leaked” her secret that I was represented than the underlying issues my legal
counsel had raised with Mr. Olson.

48.  Iinterviewed for the HR Ops position on June 23, 2014, a position for which I
was well-éualiﬁed. I was candidate reference number 11197744,

49.  In August of 2014 I learned that I did not get that position.

50. By August of 2014, I was aware that many in Respondent’s Global HR knew that
I was represented by counsel and had raised employment discrimination claims against
Respondent.

51.  Nevertheless, I applied for the position of Business Navigator, Trading, with
Respondent in August of 2014, a position for which I was well-qualified at the time the position
and its description was posted.

52.  While working from home waiting for the status of this application, Respondent
“extended” my position as US Human Resource Business Navigator.

53. 1 interviewed in September of 2014 for the position of Business Navigator,

Trading, after which the Trading Respondent informed me that the job description was

B
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completely changed, and now involved more compliance and financial issues than I was
qualified to handle. I therefore withdrew my application.

54. On September 19, 2014, Ms. DeChamps contacted me stating that: (1) she
understands that I am not taking the trading position and that she understands it was because of
the changes in the job description; (2) that she knows that I applied for HR Ops role in
Distribution and that the Respondent was going to extend my position further, but that I had to
gither return to the ofﬁce and work with KC Olaffsson, another woman who is over 40 on a
specific project, or use up my paid time-off until a decision was made about the Distribution job.
She wanted my response the same day.

55. 1 told Ms. DeChamps I would come back into the oﬁiée and work with Ms.
Olaffsson. Ms. DeChamps said, “great, we have your desk, we haveﬁ‘t changed anything.”

56. 1 reméd to the office on September 22, 2014.

187 .Dun'ng that time, I was assigned a project by Ms. DeChamps which involved my
working with Respondent’s lawyers at Jackson Lewis and investigate the Respondent’s exposure
and the advéntages and disadvantages of changing the classification of exempt employees to
| ﬁo}l;eﬁcémpt status. I engaged in several conversations with Jackson Lewis and finalized a
presentation for a presentation to the management team.

58,  While I was working on this project, Ms. DeChamps expressed her relief that 1
was involved in studying the reclassification issues because she believed the decision to adopt
the living wage should have been more thoroughly vetted than it had been and not rushed
through, as I had cautioned.

59.  Approximately one week later, my desk was taken away and I was told to “find a
hot desk,” which means to take any available unassigned desk which was kept available for

mobile co-workers.
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60.  Iapplied for several roles for the IKEA Property organization, including Property
Deputy, a position for which I was well-qualified, and I was interviewed with Doug, the head of
Property, but learned in November of 2014 that I was not being considered for a second
interview.

61. Iapplied for another property position, but I was told that I would have to be able
to work on my feet all day, which I was unable to do, and, accordingly, withdrew,

62.  InNovember 2014 I was eligible for my annual “performance evaluation review,”
however Ms. DeChamps neither raised the subject nor scheduled one.

63. I applied for HR Operations Business Partner — DSNA which is a position in
Westhampton, NJ and is at a sig;rﬁﬁcantly lowér pay scale than my previous pay scale, and a
position for which I am well-qualified.

64.  Iwas hired for that position and began my position on January 5, 2015.

65. 1 earned at least $179,000 per year at my position as US Human Resource
Business Navigator, but this new position pays approximately $122,000 per year, and also
reduces my eligibility for various performance bonuses and the range and amount of such
bonuses. Overall, the economic loss will be nearly $2 million dollars over my expected career

with Respondent until retirement at age 65.

LEGAT CLAIMS

66.  lincorporate all prior paragraphs hereof as if set forth at length below.

67. 1 believe that I was discriminated against because of my age (over 40) because,
inter alia, I was older than 40 years old, and certain positions were specifically “designed” for
younger individuals, such as the position I was not hired for and Ms, DeChamps, a woman under
the age of 40 was hired for; and the HR Ops Position that Ms, DeChamps specifically stated was
for a younger person.

« 10 =



Case 2:18cv-03651-AB Document 1-1 Filed 08/27/18 Page 12 of 14

68. I believe that I was retaliated against for engaging in conduct protected by Title

VII of the Civil Rights Act, the Pennsylvania Human Relations Act and the Equal Pay Act
because:

a. I engaged in the protected conduct of raising concerns of pay equity for
women not earning as much as men in equivalent positions;

b. I engaged in the protected conduct of raising concerns about a corporate
policy of discriminating against older employees;

i) I engaged in the protected conduct of opposing such practices when I

retained counsel and instructed counsel to reach out to Respondent to raise these issues; and/or

d. As a result of raising these concerns, my position was “eliminated.”

B As a result of raising these concerns, [ was passed over for promotion(s),

£ As a result of raising these concerns I was not hired for positions for
which I was well qualified, |

g As a result of raising these concerns, I was ultimately forced to accept a

position at a lesser pay with a sigIﬁﬁcanﬂy greaterr commute and reduced earnings potential,
effectively constituting a demotion.

69.  1believe there are no legitimate business explanations for the elimination of my
position and/or the refusal to hire me for other positions and/or promote me or my demotion and
that any explanations proffered are pretextual.

70.  Ibelieve that there are many other similarly situated individuals as me who:

(8  Are older than 40 and have been either denied promotions, been
terminated, or demoted because their age is inconsistent with Respondent’s corporate philosophy

regarding promoting younger individuals; and

+T1 s
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(b)  Are women who are not currently paid or have not been paid an equivalent
pay scale to men in their equivalent positions working for Respondent,

CLAIM FOR RELIEF

71.  Ibelieve I am entitled to the following relief:
(@)  Pastlost earnings (“back pay”)
(b)  Future lost earnings (“front pay™)
() Counsel fees
(d)  Appropriate equitable relief
(e)  Such other damages as are permitted under Title VII of the Civil Rights
Act, the Pennsylvania Human Relations Act and the Equal Pay Act.
72.  Ibelieve that others who are victims of IKEA’s violation of Federal and
Pennsylvania laws are entitled to the following relief:
(a)  Past lost earnings (“back pay™)
(b)  Future lost earnings (“front pay”)
(¢)  Counsel fees
(@)  Appropriate equitable relief
(¢)  Such other damages as are permitted under Title VI of the Civil Rights

Act, the Pennsylvania Human Relations Act and the Equal Pay Act.

Date: 3) ?,§)2m\ {

«12 -
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Fev, 1100} - '

. | i;réﬁ_ﬁiiwlex FOR COMPLAINANTS & ELECTION Ortion
e &?’Eﬁﬁ fVE TO DUAL FILE WITH THE

s o o PENNSYLVANIA HiMaN RELATIONS COMMISsION
NS PH 2R

vs IKEA North America Services, {1 C

EEQC No:

BSTRICT OFFICE.

# You have the right to ﬁlé this charge of discrimination with the Pennsylvania Human Relations

Commission (PHRC) under the Pennsylvania Human Relations Act, Filing your charge with PHRC
protects your state rights, especially since there may be circumstances in which state and federal laws
and procedures vary in a manner which could affect the outcome of your case,

Complaints filed with PHRC mu'st be filed within 180 days of the act(s) which you believe are

unlawful discrimination. 1f PHRC determines that your PHRC complaint is untimely, it will be
dismissed. : _ i

If you want your charge filed with PHRC, including this form s pan of your EEOC charge, with
your signarure under the verification below, will constiwte filing with PHRC. You have chosen EEOC
to investigate your complaint, so PHRC will not investigate it and, in most cases, will accept EEQC's
finding. If you disagree with PHRC's adoption of EEOC's finding, you will have the chance 1o file a
request for preliminary hearing with PHRC. : ‘

Since you have chosen to file your charge first with EEQC, making it the primziry nvesligatory
agency, the Respondent will not be required 1o file an answer with PHRC, and ho other action with
PHRC is required by either party, unless/until otherwise notified by PHRC.

If your case is still pending with PHRC afier one year from filing with PHRC, you have the right 10
file your comphaint in state court. PHRC will inform you of thest vights and obligations as that time.

{Sign and date appropriate request below)

I want my charge filed with PHRC. 1 hereby incorporate this form and the verification below into the

anached EEQC complaint form and file it as my PHRC complaint. 1request EEQC 1o transmi it w0
PHRC.

{ understand that false statements in this complaint are made subject to the penalties of 18
Pa.C.5. §4904. relating to unswern falsification 1o 1}

£ do not want my charge duat filed with PHRC.

Signature and Dare
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EEOC Form 161-8 (11/46) U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

NOTICE OF RIGHT TO SUE (ISSUED ON REQUEST)

To: Gorbeck From: Philadelphia District Office
801 Market Street

Suite 1300

Philadelphia, PA 19107

’:] On behalf of person(s) aggrieved whose identity is
CONFIDENTIAL (29 CFR §1601.7(a))

EEOQOC Charge No. EEOC Representative Telephone No.

530-2015-03294 Legal Unit (215) 440-2828

(See also the additional information enclosed with this form. 7)

NOTICE TO THE PERSON AGGRIEVED:

Title VII of the Civil Rights Act of 1964, the Americans with Disabilities Act (ADA), or the Genetic Information Nondiscrimination
Act (GINA): This is your Notice of Right to Sue, issued under Title VII, the ADA or GINA based on the above-numbered charge. It has
been issued at your request. Your lawsuit under Title VII, the ADA or GINA must be filed in a federal or state court WITHIN 90 DAYS
of your receipt of this notice; or your right to sue based on this charge will be lost. (The time limit for filing suit based on a claim under
state law may be different.)

More than 180 days have passed since the filing of this charge.

[ ] Less than 180 days have passed since the filing of this charge, but | have determined that it is unlikely that the EEOC will
be able to complete its administrative processing within 180 days from the filing of this charge.

The EEOC is terminating its processing of this charge.
l:] The EEOC will continue to process this charge.

Age Discrimination in Employment Act (ADEA): You may sue under the ADEA at any time from 60 days after the charge was filed until
90 days after you receive notice that we have completed action on the charge. In this regard, the paragraph marked below applies to
your case:

The EEOC is closing your case. Therefore, your fawsuit under the ADEA must be filed in federal or state court WITHIN
90 DAYS of your receipt of this Notice. Otherwise, your right to sue based on the above-numbered charge will be lost.

[_—_l The EEOC is continuing its handling of your ADEA case. However, if 60 days have passed since the filing of the charge,
you may file suit in federal or state court under the ADEA at this time.

Equal Pay Act (EPA): You already have the right to sue under the EPA (filing an EEOC charge is not required,) EPA suits must be brought
in federal or state court within 2 years (3 years for willful violations) of the alleged EPA underpayment. This means that backpay due for
any violations that occurred more than 2 years {3 years) before you file suit may not be collectible.

If you file suit, based on this charge, please send a copy of your court complaint to this office.

On behalf of the Commission

F23 | 2016

Enclosures(s) J

ie R. Williamson, (Date Mailed)

District Director
R Kristen Naseef (for Respondent)
Harold Goldner, Esq. (for Charging Party)
Timothy Speedy, Esq. (for Respondent)

EXHIBIT
B
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CHARGE OF DISCRIMINATION AGENCY CHARGE NUMBER
This form is affected by the Privacy Act of 1874; See Privacy Act Stalement befora completing this farm | FEPA
i | EEOC

Pennsylvania Human Relations Commission and EEOC

State

or local Agency, if any I 5.5. No. I

NAME fIndicate Mr., Ms., Mrs.)

_Gorbeck

HOME TELEPHONE incluii irii iil

STREET ADDRESS

CITY, STATE AND ZIP CODE DATE OF BIRTH

I 1 960

NAMED IS THE EMPLOYER, LABOR ORGANIZATION, EMPLOYMENT AGENCY, APPRENTICESHIP COMMITTEE, STATE OR LOCAL GOVERNMENT
AGENCY WHO DISCRIMINATED AGAINST ME (If more than one list below.)

IKEA Distribution Services, Inc.

NAME NUMBER OF EMPLOYEES, MEMBERS TELEPHONE (include Area Code)
IKEA North America Services, LLC | Over 300 —
STREET ADDRESS CITY, STATE AND ZIP CODE COUNTY
420 Alan Wood Road, Conshohocken, PA 19428 Montgomery
NAME

TELEPHONE NUMBER (Inchude Area Code)

STREET ADDRESS

CITY, STATE AND ZIP CODE COUNTY

(same as above)

RETALIATION

CAUSE OF DISCRIMINATION BASED ON (Check appropriate box(es))

,:I RACE [: COLOR
:] NATIONAL

SEX

ORIGIN

DATE DISCRIMINATION TOOK PLACE
EARLIEST (ADEA/EPA) LATEST (ALL)

[ ] reuson [y ] ace
[ onaury [ omer e 1/5/2015 10/13/2017

m CONTINUING ACTION

THE PARTICULARS ARE (If additional puper is needed, attach extra sheeifs)):

See attached Statement of Claim which also identifies third Respondent,
IKEA U.S. Holdings, Inc. All three respondents do business as "IKEA".

¢ o C¢ N8Il
0°0°VIHd 12UV TIHd

1033 ~ 074 307

z/;s(zms

Date

I want this charge filed with both the EEOC and the State or local Agency, ifany. | NOTARY - (When necessary for State and Local Require@ts) )
| will advise the agencies if | change my address or telephone number and | will

cooperate fully with them in the processing of my charge in accordance with their
proceedures.

I swear or affirm that | have read the above charge and thal it is true to the
best of my knowledge, information and belief.

anly (Signature)

I de nder perialty of perjury that the foregoing is true and correct. SIGNATURE OF COMPLAINANT

SUBSCRIBED AND SWORN TO BEFORE ME THIS DATE
(Day, month, and year)

EEOC FORM 5 (Test 10/94)

EXHIBIT
C
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EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
PHILADELPHIA DISTRICT OFFICE

-Gorbeck : EEOC DOCKET NO.
Y.

IKEA North America Services, LLC ;
IKEA Distribution Services, Inc.
and
IKEA U.S. Holdings, Inc., all
doing business as IKEA

STATEMENT OF CLAIM

PARTIES
1. My name is |l Gorbeck. T am a 57 year-old woman who up through and

including October of 2017 was employed by IKEA Distribution Services, Inc. in the position of
“Human Resource Business Partner.” I reside at ||| | |GG

2. IKEA North America Services, LLC is a limited liability company organized under
and pursuant to the laws of the State of Delaware with a principal place of business at 420 Alan
Wood Road, Conshohocken, Pennsylvania 19428,

3. Both IKEA North America Services, LLC and IKEA Distribution Services, Inc. are
wholly owned subsidiaries of IKEA U.S. Holdings, Inc. or, in the alternative, are subject to joint
and/or consolidated management, and collectively and alternatively do business under the trade

name “IKEA” at the aforementioned location in Conshohocken, Pennsylvania,
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FACTS
4. All three of the foreging IKEA entities are hereinafter referred to as “Respondents.”
5, As Human Resources Business Partner, my responsibilities included, but were not

limited to:

(a) Providing strategic and customized human resources consultancy to
Respondents” human resources manager and Jeadership teams;

(b) Facilitate a strong leadership culture, provides advice, and coach partners
as necessary;

(©) Ensure compliance with all human resources laws and regulations; and

(d) Provide rigorous data analysis and reporting solutions based on business
need.

6. I had been demoted to this position back in 2014 after which I filed a Charge of
Discrimination with the EEOC which was docketed at 530-2015-03294 and cross-filed with the
Pennsylvania Human Relations Commission. See Exhibit 1 hereto.

7 In conjunctions with my Charge of Discrimination I engaged in the following
activities which are protected under Title VII of the Civil Rights Act of 1964 as amended, (“Title
VII”) the Pennsylvania Human Relations Act (“PHRA”), the Age Discrimination in Employment
Act (“ADEA”) and the Equal Pay Act (“EPA™):

a. Meeting with investigators from the EEOC;

b. Identifying documents, data, and resources for the investigators to facilitate

the investigation of my Charge of Discrimination;
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& Identifying witnesses and other individuals who could provide information
and further resources to facilitate the investigation of my Charge of Discrimination.

8. Through my legal counsel, I continued to contact the EEOC regularly about the
status of my Charge of Discrimination, including conversations with the then Regional Director,
Spencer Lewis, as well as other officials of the Equal Employment Opportunity Commission.

9. Throughout 2017, through my legal counsel, I continuously contacted the
investigator assigned to my Charge of Discrimination and was repeatedly advised that
Respondents were providing additional information responsive to the EEQOC’s requests.

10.  From the time of the filing of my Charge of Discrimination through and including
August of 2017 I was both opposing conduct in violation of Title VII, the PHRA, the ADEA, and
the EPA, and I was also participating in the investigation of conduct in violation of those laws,

11. My opposition to and participation in the investigation of the facts of my Charge of
Discrimination constituted “protected activity” under the anti-retaliation provisions of Title VII,
the PHRA, the ADEA, and the EPA.

12. In August of 2017 I was advised that my current position was being “eliminated”
as of October 13, 2017 and I was instructed to “transition” my duties in due course. See Exhibits
2 and 3 to this Statement of Claim.

13. On October 13, 2017, my position was eliminated and my employment with

Respondents was terminated.
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14.  Immediately thereafter, my position was reposted internally. See Exhibit 4 hereto.
15. I'was not permitted to apply for my own position, even though it was posted.

LEGAL CLAIMS

16.  Iincorporate all prior paragraphs hereof as if set forth at length below.
17. Ibelieve that I was retaliated against for engaging in conduct protected by Title VII,
the PHRA, the ADEA, and the EPA because:

a. My employment was terminated;

b. Even though Respondents claimed that my position was “eliminated,”
Respondents posted and his hiring individuals for the very same position and duties, but I was not
permitted to reapply for my former job.

G: I'was obviously qualified for my own position; and I was qualified for many
other positions with Respondents as I had already been demoted in response to the claims outlined
in my initial Charge of Discrimination.

d. I engaged in the protected conduct of raising concerns of pay equity for

women not earning as much as men in equivalent positions; and
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€. I engaged in the protected conduct of raising concerns about a corporate
policy of discriminating against older employees.
18.  Ibelieve there are no legitimate business explanations for the elimination of my
position and/or the refusal to hire me for other positions and/or terminate my employment,
19.  Ibelieve that there are many other similarly situated individuals as me who:

(a) Have not opposed conduct prohibited by Title VII, the PHRA, the ADEA,
or the EPA; and

(b)  Have not participated in the investigation of conduct prohibited by Title VII,

the PHRA, the ADEA, or the EPA.

CLAIM FOR RELIEF

20.  Ibelieve I am entitled to the following relief:
(a) Past lost earnings (“back pay™)
(b)  Future lost earnings (“front pay”)
(c) Counsel fees
(d) Reinstatement to my initial position
(e) Appropriate equitable relief

® Such other damages as are permitted under Title VII, the PHRA, the
ADEA, and the EPA.

Date: ///8’/20/8
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4

CHARGE OF DISCRIMINATION AGENCY CHARGE NUMBER

This forma s effactsd by e Privecy Act of 1674; Bes Privecy Act Stelamant bafora completing this focr. FEPA

| eeoc (430201529329
Eﬁﬂﬂﬁ}mﬂama‘ Hﬂmaﬂ BEIEﬁQDE Qﬂmm‘ISSiQﬂ and EEQC

State or iocal Agenzy, ¥ any | 85 |

) _ HOME TELEPHONE {nclude Area Code}
%! ADDRESS CITY, STATE AND Z1p CODE DATE OF BIRTH
| I 060 |
LABOR ORGANIZATION, EMPLOYMENT AGENCY, APPRENTICESH

\ 1P COMMITTEE, STATE OR LOCAL GOVERNMENT
AGENCY WHO DISCRIMINATED AGAINST ME {If more than one fist below.} :
NAME NUMBER OF EMPLOYEES, MEMBERS
IKEA North America Services, LLC Over 300
STREET ADDRESS CITY, STATE AND ZIP CODE COUNTY
420 Alan Wood Road, Conshohocken, PA 19428 Montgomery
NAME TELEPHONE NUMBER (Inchude Area Code) :
STREET ADDRESS : CITY, STATE AND ZIP GODE — ' “coiry =

CAUSE OF DISCRIMINATION BASED ON {Check appropriate boxfes)) DATE DiscRiMlNA"

_ EARLIEST [ADEA/ o= mrrﬁﬂmw
e [ Jowom [y Jex  [Trason [ae | ymmors o @going
RETAUATION [ | naTiONAL C DISABLITY || OTHER fspwciy JE e B
OR [ ] comipgionty ©
THE PARTICULARS ARE ff addiona pagrer s needed, aliach exba shacie T

" " See aftached Statement of Claim,

!MMMBWWMMEEOCNNSHHNMW%HW- NOTARY - (Whan nacessary for State and Local Requdrements)
!Mﬂadvhﬁwwmduﬂlﬂmwa@mu%mbﬂmdlm

mwmmmmmawmmmmm
proceadures.

| swear or afftrm that | vaemadttwnbwamm;aandmltismto&w
bast of my knowledgs, information and baflef,

| declare undar pamltyof.pe;juymat the foregaing Is true and cormact. SIGNATURE OF COMPLAINANT

3 { 7,(/2&; [ SUBSCRIBED AND SWORN TO BEFORE ME THIS DATE
{Diy, month, and yaar)
Chatging Party (Slgnuture)

EEOC FORM 5 (Test 10/34)

EXHIBIT
1
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EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
PHILADELPHIA DISTRICT OFFICE

I Gorbeck, and others EEOC DOCKET NO,
Similarly situated ey
mw A
2o ‘; m
V. . s 23
= EE R
IKEA North America Services, LLC : S T o=
; oo B L
- T z ) m &
PN m
STATEMENT OF CLAIM m% oo
-
FACTS
1 My name is-}orbeck. I am a 54 year-old woman who up through and
including October of 2014

was employed by IKEA North America Services, LLC

("Respondent”) in the position of “US Human Resource Business Navigator.” I reside at -

2

IKEA North America Services, LLC is a limited liability company organized

under and pursuant to the laws of the State of Delaware with a principal place of business at 420
2.

Alan Wood Road, Conshohocken, Pennsylvania 19428,

As US Human Resource Business Navigator, my responsibilities included long-
term strategic planning for Respondent in the field of human resourees, staﬁing, and

compensation levels. I was also a member of the Strategic Human Resources Committee
4

(“Committee™) for Respondent’s USA retail operations.

I was aware as long ago as 2011 that the long term strategy for Respondent was to

recruit “younger people” in management positions, and we discussed in the Committee the need

to avoid specifically violating the Age Discrimination in Employment Act and state laws against
age discrimination.
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4. During the period from 2012 through 2013, my prior supervisor Neena Potenza
assigned to me ths task of exploring the possibility of Respondent providing a “living wage” to
its employees.

5. The USA Acting CEO of Respondent, Robert Olson also stated publically that he
wanted to implement a “living wage” during the fall of 2013,

6. In the fall of 2013 Robert Olson ultimately assigned to me the job of doing a
“financial impact analysis” assuming IKEA did institute a living wage, providing information on
the costs associated with such a step.

T I worked with Respondent’s consultant Towers Watson to develop a responsive
report fo Mr. Olson’s request through the winter of 2013 into early 2014,

8. During late 2013, I interviewed for the position of Country HR Manager, US, a
position for which I was well-qualified.

9, Mike Ward, the then CEO of Respondent’s USA operations told me that I did not
get the promotion.

10.  Respondent hired Jackie DeChamps, a woman under the age of 40, whose start
date was in February 2014,

1. Around the same time that Ms, DeChamps started, Lars Mitdrum, a white male,
asked me to do an analysis of “Volume B” Store Managers® pa},lf levels because a Minnesota store
manager, James Organ, was complaining that he was underpaid,

12.  Again, I compiled an analysis with the assistance of Respondent’s consultant
Towers Watson, and developed a spreadsheet reflecting that not only Mr, Organ, but several
other female managers at Volume B stores were making disproportionately less money than men

in substantially equivalent positions, which I believed in good faith to be in violation of the law.
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13. T informed Mr. Mitdrum about the pay inequity involving the women managers,
and suggested that we meet with other Deputies of Respondent to address the pay inequity so
that IKEA did not continue to be in violation of the law. M. Mitdrum instructed me rot to do so.
Only Mr. Organ received a raise.

14, At some point after Ms, DeChamps started, Mr, Ward was promoted, and Mr.
Olson became Acting CEO of IKEA USA. By this point, the analysis requested by Mz. Olson
regarding “living wage” had been completed, and a meeting was scheduled to present the
information at a meeting of the Committee.

15. A week before the Committee meeting, I met with Mr. Olson and Ms, DeChamps
to review the slides I had prepared with Towers Watson for the presentation regarding “living
wage” and “pay equity.”

16.  When I met with Mr. Olson and Ms, DeChamps I was mindful of M. Mitdrum’s
request that I not discuss the specific pay equity issues and the legal liabilities created by IKEA’s
underpayment of women in equivalent positions with anyone else, but I believed it was
incumbent upon to alert both to the fact that there were, in fact, women in positions equivalent to
men who were not receiving the same pay at IKEA and that this liability could extend further
than just the Volume B stores,

17. I specifically told Mr. Olson and Ms. DeChamps that IKEA faced legal liability
because women in equivalent positions were not being paid the same amount as men.

18.  Mr. Olson asked me if I could quantify the amount of exposure for this legal
liability.

13. I'told him “it could be a dollar it could be a million,” because [ did not know the
amount (other than for the Volume B stores) and because IKEA had not performed an intemnal

pay equity audit at that point for a long time.



Case 2:18cv-03651-AB Document 13 Filed 08/27/18 Page 11 of 22

20. It was my good fajth belief and hope that by convincing Mr. Olson and/or Ms,
DeChamps to conduct a pay equity audit, not only the Volume B store managers, but any other
IKEA employee who was not being paid the same as men in equivalent positions could have
their pay adjusted, and I would not have violated Mr. Mitdrum’s trust.

2. During that meeting, I also advised Mr. Olson and Ms. DeChamps of the
following:

A. Compression: If a living wage were implemented, IKEA would need to
address the fact that some employees would get a pay raise taking them closer to their
supervisor's income level, or to pay levels of coworkers with greater seniority.

B, Conflict with Pay Equity: It would be advisable 1o engage in a pay equity
audit before offering a living wage because: (1) implementing a living wage could
exacerbate any existing pay equity problems (such as that encountered with the Volume
B stores); and (2) IKEA USA had not done a pay equity audit in at least 12 years.

22,  Towers Watson also advised Olson and DeChamps of their opinion in this regard
which mirrored my own.

23.  Mr. Olson then inquired how much a pay equity audit would cost IKEA once it
revealed the extent of IKEA’s equal pay violations and I told him that I did not know without the
audit.

24, Mr. Olson then stated that “we can’t afford to do a pay equity audit,”

25. 1 reiterated that because of the existence of known pay equity issues relating to
women that such an audit should be performed before “living wage” was adopted because if
even one coworker contacted Federal authorities, I expeocted there could be significant financial

exposure to Respondent for its liability.
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33.  After receiving no response to my March 20, 2014 email, and being extremely
concerned about what I knew to be a liability exposure to IKEA, 1 again emailed Mr, Olson and
Ms. DeChamps on March 26, 2014, At that time I specifically asked to have the opportunity to
review these matters with Mr, Olson and Ms. DeChamps again,

34.  Mr. Olson told me he was unavailable and instructed me to mest with Ms.
DeChamps to discuss my concerns.

35. I met with Ms. DeChamps on March 27,2014 at which time she informed me that
my job had been “eliminated” effective August 31, 2014,

36. I believe my position was eliminated because I raised the good faith belief that
IKEA was in violation of the law for failing 1o pay women the same amount as men in equivalent
positions. |

37.  Over the next few months, Ms. DeChamps offered several reasons for the
elimination of my position, none of which are truthful.

a.- At ope point, Ms. DeChamps said that the reason was that “no other
function has its own business navigator.” That is not true at IKEA.

b. Later, Ms. DeChamps explained that the elimination of my role “aligned
with Global HR.” This is also not true, because Global HR also has a Business Naﬁgator.

& Finally, Ms. DeChamps claimed that the reason for the elimination of my
position was actually a “philosophical difference” between her and her predecessor, Ms.

Potenza, regarding the function of Respondent>s Human Resources Service Center. Ms.

DeChamps claimed that retail stores (where she had previously worked with Respondent)

were “strategic” and “operational,” and that the HRSC should also be both strategic and

operational. In fact, IKEA’s policy is that stores are “operational,” not “strategic,”
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45.  On May 13, 2014, Mr. Olson called me into the Respondent’s HR Office and
initially threatened to write me up for certain conduct. He did not do so after | presented facts
demonstrating that there was no basis for him to do so.

46.  Several days later, Ms. DeChamps pulled me into a meeting to discuss a “follow-
up” to my meeting with Mr. Olson. I reiterated to her the accurate version of facts 1 had relayed
to Mr. Olson, which significantly deviated from Ms. DeChamps® version of facts, a version
which she had misrepresented to Mr. Olson.

47. By this time, I had learned from others in the office that the fact I was represented
by counsel was known to other coworkers. Ms. DeChamps was visibly more disturbed that
someone had “leaked” her secret that I was represented than the underlying issues my legal
counsel had raised with Mr, Olson.

. 48.  linterviewed for the HR Ops position on June 23, 2014, a position for which I
was well-qualified. I was candidate reference number 11197744,

49.  In August of 2014 I learned that I did not get that position.

50. By August of 2014, I was aware that many in Respondent’s Global HR knew that
I was represented by counsel and bad raised employment discrimination claims against
Respondent.

51, Nevertheless, 1 applied for the position of Business Navigator, Trading, with
Respondent in August of 2014, a position for which I was well-qualified at the time the position
and its description was posted,

52.  While working from home waiting for the status of this application, Respondent
“extended” my position as US Human Resource Business Navigator.

53. I interviewed in September of 2014 for the position of Business Navigator,

Trading, after which the Trading Respondent informed me that the job description was

-8
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completely changed, and now involved more compliance and financial jssues than I was
qualified to handle. I therefore witbdrew my application.

54, On September 19, 2014, Ms, DeChamps contacted me stating that: (1) she
understands that I am not taking the trading position and that she understands it was because of
the changes in the job description; (2) that she knows that I applied for HR Ops role in
Distribution and that the Respondent was going to extend my position further, but that I had to
either retum to the office and work with KC Olaffsson, another woman who is over 40 on a
specific project, or use up my paid time-off until a decision was made about the Distribution job.
She wanted my response the same day.

55. 1 told Ms, DeCha.n:_tps I would come back into the office and work with Ms.
Olaffsson. Ms. DeChamps said, “great, we have your desk, we haven't changed anything.” A

56. * Ireturned to the office on September 22, 2014.

57.  During that time, I was assigned a project by Ms. DeChamps which involved my
working with Respondent’s lawyers at Jackson Lewis and investigate the Respondent’s exposure
and the advéntages and disadvantages of changing the classification of exempt employees to
| no—n-;ei;ﬁ:pt status. I engaged in several conversations with Jackson Lewis and finalized a
presentation fora presentation to the management team.

58.  While I was working on this project, Ms. DeChamps expressed her relief that 1
was involved in studying the reclassification issues because she believed the decision to adopt
the living wage should have been more thoroughly vetted than it had been and not rushed
through, as I had cautioned.

59.  Approximately one week later, my desk was taken away and I was told to “find a
hot desk,” which means to take any available unassigned desk which was kept available for

mobile co-workers.
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68.  Ibelieve that I was retaliated against for engaging in conduct protected by Title

VII of the Civil Rights Act, the Pennsylvania Human Relations Act and the Equal Pay Act
because:

a. I engaged in the protected conduct of raising concerns of pay equity for
women not earning as much as men in equivalent positions;

b. I engaged in the protected conduct of raising concerns about a corporate
policy of discriminating against older employees;

c. I engaged in the protected conduct of opposing such practices when I

retained counsel and instructed counsel to reach out to 'Respondent to raise these issues; and/or

d. As a result of raising these concerns, my position was “eliminated.”

e, As a result of raising these concerns, I was passed over for promotion(s).

£  Asa result of raising these concerns I was not hired for positions for
which I was well qualified,

g As a result of raising these concerns, I was ultimately forced to accept a
position at a lesser pay with a sig:ﬁﬁcanﬂy greateir commute and reduced earnings potential,
effectively constituting a demotion.

69. I believe there are no legitimate business explanations for the elimination of my
position and/or the refusal to hire me for other positions and/or promote me or my demotion and
that any explanations proffered are pretextual.

70.  Ibelieve that there are many other similarly situated individuals as me who:

(@  Are older than 40 and have been either denied promotions, been
terminated, or demoted because their age is inconsistent with Respondent’s corporate philosephy

regarding promoting younger individuals; and

-1«
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(b)  Are women who are not currently paid or have not been paid an equivalent
pay scale to men in their equivalent positions working for Respondent.

CLATM FOR RELIBF
71.  Ibelieve I am entitled to the following relief:

(8)  Pastlost earnings (“back pay™)

(b)  Future lost earnings (“front pay”)

(¢)  Counsel fess

(d)  Appropriate equitable relief

(e)  Such other damages as are permitted under Title VIT of the Civil Rights
Act, the Pennsylvania Human Relations Act and the Equal Pay Act.

72.  Thbelieve that others who are victims of IKEAs violation of Federal and

Pennsylvania laws are entitled to the following relief:

(8)  Past lost eamings (“back pay”)

(b)  Future lost earnings (“front pay™)

(¢)  Counsel fees

(d  Appropriate equitable relief

(e)  Such other damages as are petmitted under Title VII of the Civil Rights
Act, the Pennsylvania Human Relations Act and the Bqual Pay Act.

Date: 3} ?)_()Zm -4

s [
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Bre 11001 -

LSRR S Y .'.:-: PR My s v 3
; e INFORMATION FOR COMPLAINANTS & ELECTION OpTiON
REBEIVED TO DEAL FILE WITH THE

s e oo PENNSYLVANIA HUMAN RELATIONS COMVMISSION
aM2s MEA

Jéither ot o - \ : :
EEOC No:BSTRICT OFFIEE :

You have the right to file this charge of discriminarion with the Pennsylvania Human Relations
Commission (PHRC) under the Pennsylvania Human Relations Act, Filing your charge with PHRC
protects your state rights, especially since there may be citcumstances in which state and federal Jaws
and procedures vary in 3 manner which could affect the outcome of your case,

.
'
.
v

Complaints filed with PHRC must be filed within 180 days of the acits) which you believe are

unlawful discrimination, |f P! determines that your PHRC complaint is untimely, it will be
dismissed. ~ _ :

If you wans your charge filed with PHRC, including this form s pan of your EEOC charge, wigy
your signature under the verification below, will constitute filing with PHRC. You have chosen EEOC
o investigate your compiaint, so PHRC will not investigate it and, in most cases, will accept EEQC's
finding. If you disagree with PHRC s adoption of EEOC's finding, you will have the chance 10 file 2
request for preliminary hearing with PHRC.

Since yon have chosen 1o file your charge first with EEGC, making it the prhnﬁry
agency, the Respondent wiil nor be required to file 2n answer with PHRC, and
PHRC is required by gither party, unless/until otherwise notified by PHRC.

If your case is still pending with PHRC afier one year from filing with PHRC, you have the tight 1o
file yout cosmplaint in state courr. PHRC will inform you of tiese rights aad obligations as thay time,

investigatory
0o other action with

{Sign and date appropriate request below] | 17

I wam my charge filed with PHRC. 1 hereby incorporate this form and the verification below inig the

;t;{a;m EEQC complaint form and file it as my PHRC complaim. 1 raquest EEOC to uansmir Lo
C.

{ understand thin folse statements in this complains are made subject to the penalties of 18
Pa.C.S. 84904, relating to unsworn falsifigas i

{ do not want my charge dual filed with PHRC.

Signature zad Dae
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D)

August 17, 2017

-Gorbeck

Dear I

This letter is to recap the conversation that occurred today August 17, 2017 regarding
the elimination of your position as of October 13, 2017.

As discussed over the next 60 days (August 17, 2017 through October 13, 2017), we will
support you while you actively pursue other positions within IKEA, If during this time you
secure another position within IKEA, we will support your transition into the new role up-
to October 13, 2017.

If by October 13, 2017 you have not secured another position within IKEA, you will be
eligible for the IKEA Severance Package.

In addition, if you choose to leave IKEA prior to October 13, 2017, you will be provided
with the Severance Agreement at the time of your resignhation,

We thank you for your service to IKEA and will support you ih your efforts to remain
employed within IKEA. Please do nhot hesitate to contact me if you believe I can be of
any assistance,

Maria Iavarone-Garvey
DSNA HR Manager

EXHIBIT
2
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D]

IKEA DISTRIBUTION SERVICES, INC
August 17%, 2017

TRANSITION PLAN

Below please find existing assignments to finalize by October 13, 2017,

# TOPIC

OBJECTIVE PARTNERS
1 | Perryville Compensation | Complete final compensation Don Stewart/
recommendation for Perryville Pamela Andrews
CBA negotiation. If applicable,
partner with the Compensation
Team and Consultant to provide
appropriate adjustment based on
new input from the negotiation
2 | Joliet, American Canyon | Provide Compensation ranges for | Kim Taglieber
& Vancouver respective locations
Compensation
3 | IKEA Employment Assist the location with any Maria lavarone
Standards Inquiries regarding the 1IES
Implementation Workbook or
Basecamp
4 | Competence Profile Provide job list by Function with a | Maria Iavarone
Competence Profile update, what
competence profiles are
competed or missing revision
5 | Performance Evaluation | Complete Merit Spreadsheet and | Maria
Spreadsheet and define merit increases timeline Iavarone/SSC
timeline
6 | IPE (DS Project) No further Action required

EXHIBIT
3
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Job posting preview

Job Title
Location
Country
Work Area

Full Time -
Part Time

Job Type
Image

About the
job

Market HR Business Partner East (Distribution Services)
*National
U.S.A.

Human Resources
Full Time

Regular

Most people see a chair.

You see people
and teamwork.

An even better IKEA

Our Customers at the heart of everything we do

Market HR Business Partner
CUSTOMER FULFILMENT, IKEA GROUP

ABOUT CUSTOMER FULFILMENT

The IKEA Group faces an exciting and challenging future ahead in the transformatlon into becoming a
multichannel retailer where customer fulfilment will be cruclal to deliver our long term ambitions.
Customer Fulfilment has the global responsibility for making IKEA products & core services available for

customers wherever and whenever they choose to buy them.

ABOUT THE J0B

The Market Human Resources Business Partner acts as a strategic partner by embedding the
DSNA People strategy into the day-to-day work by providing professional HR guidance to leaders

in order to add value to the business.

YOUR ASSIGNMENT Your tasks will include:

= Provides strategic and customized HR consultancy to location Human Resources Manager

and leadership teams through coaching and development feedback.

» Facilitates a strong leadership culture, provides advice, and coaches partners as necessary.
» Develop strong relationships with designated Deputy Distribution Operations Manager,

location HR manager and business leaders through solid operational acumen and
process expertise; challenges and offers solutions.

* Analyzes and acts on internal succession data to secure internal succession plann
recruitment and internal development.

HR

ing,

+ Offers thought leadership regarding organizational and people related strategy and

execution.

* Audits and monitors location compliance with internal and external HR compliance.
= Provides advice and counsel to the location HR Manager around co-worker relations'

investigations and other location legal actions.

EXHIBIT
4

https://sjobs.brassring.com/TGWEbHost/jobdetailpreview.aspx?PartnerlD=13900&Sitel...

11/20/2017
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« Collaborates with HR colleagues in the Learning & Development, Compensation, S5C, and
HR On boarding & Sourcing teams to secure and implement solutions,

= Provides rigorous data analysis and reporting solutions based on business need,

» Performs other duties as assigned.

» Contributes to an environment where the IKEA culture is a strong and living reality that
embraces the diversity of co-workers and customers.

YOUR PROFILE Your knowledge, skills and experience include:

Bachelor’s Degree (Human Resources/Human Services Preferred).

5 plus years of professional Human Resources experience.

SHRM-CP or SCP, or SPHR or PHR certification Preferred.

HR Leadership experience at a Regional or District HR level,

Knowledge of all HR disciplines.

Experience with managing and leading remotely.

Root cause analysis.

Coaching & Mentoring.

Knowledge of talent management (recruitment, development and succession, potential
management), co-worker relations, change management, employment legislation, labor
market understanding and trends.

= Knowledge of strategy and business acumen and root cause analysis abilities.

Highlighted Capabilities

Follow instructions through a standard work process.

Identify and implement actions to address issues uncovered on reports.
Think and act strategically.

Work and influence in a matrix environment.

Work in a fast-paced, high volume environment.

Work independently and in a team environment.

* & v B 8 9

GROWING TOGETHER IKEA offers an exciting and empowering work environment in a global

marketplace. And as the world’s leader at life at home, you have exceptional opportunities to grow and
develop together with us,

Additional 25% Travel required
Information : Seating location must be a DS location

Relocation

Support Yoy

Job ID 302560BR
Removal

Date 11/26/2017

IKEA is an equal opportunity employer
IKEA US participates in the E-Verify Program @

https://sjobs.brassring.com/TGWEbHost/jobdetailpreview.aspx ?PartnerlD=13900&Sitel...  11/20/201 7
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e, 1100)

INFORMATION FOR COMPLAINANTS & ELECTION OPTION
TO DUAL FILE WITH THE
PENNSYLVANIA HUMAN RELATIONS COoMMISSION

-_G@:beck et al Vs [KEA_Nnﬁb_AmﬁLIca—S&DLiC&S,_LLC_eLaL

EEQC No.

You have the right to file this charge of discrimination with the Pennsylvania Human Relations
Commission (PHRC) under the Pennsylvania Human Relations Act, Filing your charge with PHRC
Protects your state rights, especially since there may be circumstances in which state and federal |aws
and procedures vary in a manner which could affect the ourcome of your case,

Complaints filed with PHRC must be filed within 180 days of the act(s) which you believe are

unlawful discrimination. [f PHRC determines that your PHRC complaint is untimely, it will be
dismissed. :

If you want your charge filed with PHRC, including this form as pan of your EEOC charge, with
your signature under the verification below., will constitute filing with PHRC. You have chosen EEOC
to investigate your complaint, so PHRC will not investigate it and, in most cases, wiil accept EEQC's
finding. If you disagree with PHRC's adoption of EEOC’s finding, you will have the chance 10 file a
request for preliminary hearing with PHRC.

Since you have chosen 1o file your charge first with EEQC, making it the primary investigatory
agency, the Respondent will not be required to file an answer with PHRC, and no other action with
PHRC is required by enher party, unless/until otherwise notified by PHRC,

If your case is stil) pending with PHRC after one year from filing with PHRC, you have the right 1o
file your complaint in state court. PHRC will inform you of these rights and obligations at that tine,

{Sign and date appropriate request below]

I'want my charge filed with PHRC. 1 hereby incorparate this form and the verification below into the

atiached EEQC complaint form and file it as my PHRC complaint. 1 request EEQOC 10 transmit it to
PHRC.

I understand that false statements in this complaint are made subject to the penalties of 18
Pa.C.5. 84904, relating to unsworn faisificati il

"i-t- aturne4ar

I do not want my charge dual Siled with PHRC.

Signature ana Daig

——————

e et




Case 2:18-cv-03651-AB Document 1-4 Filed 08/27/18 Page 1 of 2
" EZOC Form $67-8 (11/16) U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

NOTICE OF RIGHT TO SUE (ISSUED ON REQUEST)

From: Philadelphia District Office
801 Market Street
Suite 1300
Philadelphia, PA 19107

AUG 07 2017

[ ] Onbehait of personts) aggrieved whose idontity is
CONFIDENTIAL (29 CFR §1601.7(a))

EEOC Charge No. EEOC Representative Telephone No.

530-2018-01773 Legal Unit (215) 440-2828

{See also the additional information enclosed with this form.)

NOTICE TO THE PERSON AGGRIEVED:

Title Vil of the Civil Rights Act of 1864, the Americans with Disabilities Act (ADA), or the Genetic Information Nondiscrimination
Act (GINA): This is your Notice of Right to Sue, issued under Title VII, the ADA or GINA based on the above-numbered charge. it has
been issued at your request. Your fawsuit under Titte VIf, the ADA or GINA must be filed in a federal or state court WITHIN 90 DAYS
of your receipt of this notice; or your right to sue based on this charge will be lost. (The time limit for filing suit based on a claim under
state Jaw may be different.)

More than 180 days have passed since the filing of this charge.

[]  Less than 180 days have passed since the fiing of this charge, but | have determined that it is uniikely that the EEOC will
be able to complete its administrative processing within 180 days from the filing of this charge.

The EEOC is terminating its processing of this charge.
':] The EEOC will continue to process this charge.

Age Discrimination in Employment Act (ADEA): You may sue under the ADEA at any time from 60 days after the charge was filed unti
80 days after you receive notice that we have completed action on the charge. In this regard, the paragraph marked below applies to
your case:

The EEOC is closing your case. Therefore, your lawsuit under the ADEA must be filed in federal or state court WITHIN
80 DAYS of your receipt of this Notice. Otherwise, your right to sue based on the above-numbered charge will be lost,

D The EEOC is continuing its handling of your ADEA case. However, if 60 days have passed since the filing of the charge,
you may file suit in federal or state court under the ADEA at this time.

Equal Pay Act (EPA): You already have the right to sue under the EPA {filing an EEQC charge is not required.) EPA suits must be brought
in federal or state court within 2 years (3 years for willful violations) of the alleged EPA underpayment. This means that backpay due for
any violations that occurred more than 2 years (3 vears) before you file suit may not be collectible.

If you file suit, based on this charge, please send a copy of your court complaint to this office.

On behalf of the Commission

08/02/2018

Enclosures(s) . J

ie R. Williamson, (Date Mallad)

District Director

ke Lori Michaels (for Respondent)

Timothy Speedy, Esq. (for Respondent)
Harold Goldner, Esq. (for Charging Party)

EXHIBIT
D
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Form 1R1-B (11/16)
INFORMATION RELATED TO FILING SuiT
UNDER THE LAWS ENFORCED BY THE EEQC

(This information refates to filing suit in Federal or State court under Federal law.
If you also plan to sue claiming violations of State law, please be aware that time Jimits and other
provisions of State law may be shorter or more limited than those described below. )

.. Title Vil of the Civil Rights Act, the Americans with Disabilities Act (ADA),
PRIVATE SUIT RiGHTS the Genetic Information Nondiscrimination Act (GINA), or the Age
Discrimination in Employment Act (ADEA):

manner, it is prudent that your suit be filed within 90 days of the date this Notice was mailed to you (as
indicated where the Notice is signed) or the date of the postmark, if later.

Your lawsuit may be filed in U.S. District Court or a State court of competent jurisdiction. (Usually, the appropriate
State court is the general civil trial court.) Whether you file in Federal or State court is @ matter for you to decide
after talking to your attorney. Filing this Notice is not enough. You must file a "complaint" that contains a short
statement of the facts of your case which shows that you are entitled to relief. Courts often require that a copy of
your charge must be attached to the complaint you fite in court. If S0, you should remove your birth date from the

any matter alleged in the charge or, to the extent permitted by court decisions, matters like or related to the matters
alleged in the charge. Generally, suits are brought in the State where the alleged unlawful practice occurred, but in
some cases can be brought where relevant employment records are kept, where the employment would have
been, or where the respondent has its main office. If you have simple questions, you usually can get answers from
the office of the clerk of the court where you are bringing suit, but do not expect that office to write your complaint
or make legal strategy decisions for you,

PRIVATE SUIT RIGHTS  -- Equal Pay Act (EPA):

EPA suits must be filed in court within 2 vears (3 years for willful violations) of the alleged EPA underpayment; back
pay due for violations that occurred more than 2 years (3 years) before you file suit may not be collectible. For
example, if you were underpaid under the EPA for work performed from 7/1/08 to 12/1/08, you should file suit
before 7/1/10 ~ not 12/1/10 -- in order to recover unpaid wages due for July 2008. This time fimit for filing an EPA
suit is separate from the 90-day filing period under Title VI, the ADA, GINA or the ADEA referred to above.
Therefore, if you also plan to sue under Title VII, the ADA, GINA or the ADEA, in addition to suing on the ERPA
claim, suit must be filed within 90 days of this Notice and within the 2- or 3-year EPA back pay recovery period.

ATTORNEY REPRESENTATION -- Title Vil, the ADA or GINA:

If you cannot afford or have been unable to obtain a lawyer to represent you, the U.S. District Court having jurisdiction
in your case may, in limited circumstances, assist you in obtaining a lawyer. Requests for such assistance must be
made to the U.S. District Court in the form and manner it requires (you should be prepared to explain in detail your
efforts to retain an attorney). Requests should be made well before the end of the 90-day period mentioned above,
because such requests do not relieve you of the requirement to bring suit within 90 days.

ATTORNEY REFERRAL AND EEOC ASSISTANCE  -- All Statutes:

inspect or obtain a copy of information in EEQC's file on the charge, please request it promptly in writing and provide
your charge number (as shown on your Notice). While EEOC destroys charge files after a certain time, all charge files
are kept for at least 6 months after our last action on the case. Therefore, if you file suit and want to review the charge
file, please make your review request within 6 months of this Notice. (Before filing suit, any request should be
made within the next 90 days.)

IF YOU FILE SUIT, PLEASE SEND A COPY OF YOUR COURT COMPLAINT TO THIS OFFICE.
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KRAUT HARRIS

HaAROLD M. GOLDNER Counselors at Law VIST Financial Building, Suite 311

Of Counsel 1767 Sentry Parkway West
hgoldnert krautharris.com Blue Bell, Penns;lvania 19422

April 29,2014 Telephone 215-542-4900

Facsimile 215-542-0199

(via email only to John.Olson@ikea.com)

Robert Olson

President and Chief Executive Officer
Ikea North America Services, LLC
420 Alan Wood Road

Conshohocken, PA 19428

RE: [Jllcorbeck / IKEA North America Services, 11.c

Dear Mr. Olsen:

Please be advised that I representjfj Gorbeck in connection with her employment at
Ikea North America Services, LLC (“Ikea™).

While we are still in the process of investigating the circumstances surrounding her
claims, it appears that Ikea has systematically engaged in age-based discrimination in violation
of the Pennsylvania Human Relations Act and the Age Discrimination in Employment Act. Ms.

Gorbeck, as I am certain you are aware, has been told her position will be “eliminated” in August
of this year.

Ms. Gorbeck has been a loyal and respected employee of Ikea for more than twelve
years. She has received favorable reviews on a regular basis, and has extensive experience in the
field and, in particular, benefits and compensation issues pertaining to the entire American
operations of Ikea. She is well-liked by almost everyone in the field as well as the corporate
offices. Lately, we find, Ikea has evinced an intention to focus on securing individuals in their
thirties in the upper echelon management. This policy has been enumerated in the long range

planning for Tkea, has been discussed openly in management meetings, and is even reflected on
slides presented to Ikea management.

Most recently, as you also aware, Ms. Gorbeck applied for the position of US Human
Resources Country Manager for which she was eminently qualified, and almost assuredly more
qualified than the individual who was ultimately selected. Ms. Gorbeck, who is 53 years old, has
extensive experience in the field, having already designed several programs for the entire
American operations of Ikea and was well-acquainted with the company's corporate human
resources strategies. Instead, Ikea selected a 38 year-old woman, Ms. Jacqueline DeChamps,
who had no strategic experience, and had only worked on the store-level previously.

EXHIBIT
J

WWW.KRAUTHARRIS.COM
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President and Chief Executive Officer
Ikea North America Services, LLC
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We are aware that Ms. Gorbeck is slowly being stripped of her responsibilities, and
isolated from the responsibilities she has had, while various individuals suggest to her that she
should not worry because Tkea will be sure to find her another position.

We are also disturbed by the fact that the individual who secured the position has given
Ms. Gorbeck three different reasons for why her position is to be eliminated in August of this
year, all of them inconsistent with each other. In one instance, Ms. DeChamps suggested that the
reason for the termination of the position was that the position was eliminated to be “more
consistent with other business navigators” in the United States. Within weeks, Ms. DeChamps’
explanation had changed to an explanation that (Ms. Gorbeck’s) position is to be divided
between the Finance Department and the Human Resources Strategic Center. Most recently, Ms.
DeChamps has suggested that the reason for the change was a “philosophical difference”
between herself and her predecessor in the position. We do not believe that Ikea would be able
to prove any of these explanations capable of belief. We believe that Ms. DeChamps is simply

attempting to eliminate her older competition in furtherance of Ikea’s policy of securing a
younger executive corps.

I am certain that if you do not know yourself, your general counsel or human resources
department can explain that mere inconsistencies in explanations regarding adverse employment
actions are sufficient evidence of discriminatory intent to ensure that an age discrimination claim
goes all the way to a jury trial, at great expense and exposure to an employer.

At a very minimum, we do believe that a corporate culture of age discrimination may be
at play at Ikea, and the appropriate equal employment opportunity offices must investigate my
client’s claim of age discrimination as well as the possibility that there is a significantly larger
problem. At worst, Ms. Gorbeck has been singled out for special treatment because of her age.
Either circumstance violates both Pennsylvania and Federal law.

We are also aware that when Ikea decided to explore the possibility of a living wage for
its employees --- a very worthy initiative T must add --- Ms. Gorbeck warned that there could be
serious issues regarding pay equity between male and female employees in the company, and
that the first step taken in connection with exploring a living wage was auditing to ensure that
there was already an equitable wage on a gender basis. I am advised that you, personally,
discouraged exploring that issue and specifically instructed her to stand down in offering such
advice. I question both the intellectual honesty of that decision as well as the legality thereof.

It is important to point out that if we were to file a formal charge of discrimination with
the Equal Employment Opportunity Commission (which we must do prior to filing any law suit),
we would be obligated to report the entire circumstances of Ms. Gorbeck’s claim. The EEOC
has stated publically its intention to give priority to claims involving, among other things, gender
pay equity, especially at larger employers. I believe, in such an instance, this would place a
bull’s-eye squarely on Ikea for thorough Federal investigation.
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If it were Ms. Gorbeck’s intention to pursue litigation or a formal charge of
discrimination with the Equal Employment Opportunity Commission, we would already have
filed our charge. Ms. Gorbeck, however, loves her job with Ikea. She loves and cares deeply for
the company, and has found her career at Ikea to be immensely rewarding.

I am writing, therefore, to attempt to broker a resolution of the situation which will
preserve her integrity and her position with Ikea, as well as eliminate any exposure to the
company for conduct which has already transpired --- whether deliberate or simply ill-advised.

In the interim, kindly treat this correspondence as a formal request to preserve any and all
records and communications, whether electronic or hard copy, concerning my client’s
employment, her application for Ms. DeChamps’ position, and any correspondence, documents,
or electronic records which pertain to Ikea’s initiative to secure executive candidates in their
thirties at Tkea. Such records include, but are not limited to all individuals who applied for Ms.
DeChamps’ position, the job descriptions, the identity of all persons involved in the decision-
making process, notes of any interviews, the credentials of all applicants for each such position,
as well as the applications themselves. This litigation hold also extends to any records or

documents, whether electronic or hard copy, regarding, mentioning or pertaining to decisions
about Ms. Gorbeck’s status with Ikea.

In addition, this complaint of a prima facie case of age discrimination should be deemed
“protected conduct” under both the Pennsylvania Human Relations Act and the Age
Discrimination in Employment Act, such that if Ms. Gorbeck is to suffer any adverse
employment action in response to this complaint, such adverse action will be deemed retaliatory.

Again, it is my fervent hope that we can resolve this matter amicably with the best
outcome for both Ms. Gorbeck and Tkea, the company to which she has devoted her career, and
from whom she hopes to retire at the appropriate time many years from now. We seriously hope

that this is a gross misunderstanding, and not the beginning of what could well be a very costly
claim for Ikea.

Very truly yours,

foolh. G

HAROLD M. GOLDNER
HMG/hg

B Ms. Mary Lou Begg (via email only to Marylou.begg@ikea.com)
Ms. ﬁ}orbeck (via email only)
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";‘-orbeck

From: Voss, Kelly (Philadelphia) [Kelly.Voss@towerswatson.com}

Sent: Wednesday, June 11, 2014 5:22 PM

To! Jerold Yee, il Gorbeck

Ce; Hamilton, Tiffany (Phitadelphia); Melton, Nicole (Philadelphia); Loretti, Linda (Philadelphia):
Jacqueline DeChamps; John Olson

Subject: RE: Living Wage

Jerold, it was a pleasure speaking with you and -esterday to vet some ideas around the redesign of your hourly co-
worker salary structures. We are thrilled to hear that IKEA has decided to move forward with implementing Living Wage
and are happy to assist you in building a design model. We have summarized below what we had discussed:

Our Understanding:
® [KEA has decided to proceed with implementing a “living wage" for hourly store co-workers (i.e., employees
currently in Grades 1-4)
o Note that IKEA wishes to brand Living Wage using different nomenclature. It is our opinion that this
nomenciature / branding should not include the phrasing “Minimum Wage" as this is associated with a
federal wage & hour program

e This decision was announced as a “confidential update® on June 4, 2014 fo the IKEA HR community as a result of
recent board approval

®  The budget for the implementation is approximately $12M

o The budget for the *living wage” implementation was based on a preliminary cost scenario (scenario 1¢)

intended to help facilitate on-going discussions around living wage by determining the cost impact to bring
co-workers up to the living wage

0 Note that the preliminary cost scenario does not reflect a “living wage” plan design
o Note that concerns have previously been raised by both Laurie & Jerold pertaining to this cost
scenario being utilized as a plan design; including but not limited to:
= The scenario as modeled doss not address compression / equity issues
= The scenario as modeled could exacerbate issues should they currently exist or create new
issues (e.g. mobility, performance management, compression, etc.)
= IKEA leadership acknowledges that these issues will be dealt with over time or as they arise
® IKEA leadership also acknowledges that some locations will present communications challenges,
particularly if little to no living wage adjustment is needed
o Note that because we are not a law firm, we cannot pive legal advice. We recommend that you
review these concerns with your counsel.
® Alarger budget that wouid allow for the existing structures to be adjusted is not feasible for IKEA, so a structure
which pays no less than living wage and will cost IKEA approximately $12M needs to be developed.
o impiementation of the new structure is to occur in January 2016

o Preliminary / draft structures to faciiitate on-going discussions are to be completed by July 1, 2014

Next Steps:

¢ Towers Watson to assist with cost impact of the structure scenarios developed by Jerold.
© Given preliminary review / discussion it is our opinion that the preliminary structures will likely resuit in a
cost impact greater than $12M
&  Should {KEA desire assistance from Towers Watson, we are prepared to help develop a living wage aligned

structure that could help mitigate (but not eliminate) some of the concerns addressed above utilizing the allocated
budget of $12M

Please let us know if this is also your understanding or if there is anything we have missed. We look forward to working
with you on this important initlative.

Kelly

EXHIBIT
K
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August 17, 2017

- Gorbeck

This letter is to recap the conversation that occurred today August 17, 2017 regarding
the elimination of your position as of October 13, 2017.

As discussed over the next 60 days (August 17, 2017 through October 13, 2017), we will
support you while you actively pursue other positions within IKEA. If during this time you
secure another position within IKEA, we will support your transition into the new role up-
to October 13, 2017.

If by October 13, 2017 you have not secured another position within IKEA, you will be
eligible for the IKEA Severance Package.

In addition, if you choose to leave IKEA prior to October 13, 2017, you will be provided
with the Severance Agreement at the time of your resignation.

We thank you for your service to IKEA and will support you in your efforts to remain
employed within IKEA. Please do not hesitate to contact me if you believe I can be of
any assistance.

incerely,

{ - - —
tloy LW (oL
Maria Iavarone-Garvey

DSNA HR Manager

EXHIBIT
L1
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@ IKEA DISTRIBUTION SERVICES, INC
August 17th, 2017

TRANSITION PLAN

Below please find existing assignments to finalize by October 13, 2017.

# TOPIC OBJECTIVE PARTNERS
1 | Perryville Compensation | Complete final compensation Don Stewart/
recommendation for Perryville Pamela Andrews

CBA negotiation. If applicable,
partner with the Compensation
Team and Consultant to provide
appropriate adjustment based on
new input from the negotiation

2 | Joliet, American Canyon | Provide Compensation ranges for | Kim Taglieber

& Vancouver respective locations
Compensation
3 | IKEA Employment Assist the location with any Maria Iavarone
Standards inquiries regarding the IES
Implementation Workbook or
Basecamp
4 | Competence Profile Provide job list by Function with a | Maria Iavarone

Competence Profile update, what
competence profiles are
competed or missing revision

5 | Performance Evaluation | Complete Merit Spreadsheet and | Maria

Spreadsheet and define merit increases timeline Iavarone/SSC
timeline
6 | IPE (DS Project) No further Action required
EXHIBIT

L2
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WORK&/WELL

3905 North Buffalo Rd e Orchard Park, NY 14127 ¢ 908-429-5500 ¢ Fax 908-429-5535 or 800-881-6108

Employee Name: - Gorbeck
Employer/Location: IKEA

Date: 11/14/16

Re: Intermittent FMLA Self Approval

Work & Well has approved your Family Medical Leave Act (FMLA) request for the dates listed below.

Leave Type Start Date Approved Thru Date
Intermittent FMLA Self 10/4/16 10/3/17

You have been certified as having a serious health condition under the FMLA and may take intermittent
FMLA leave time for the following situation, indicated by an “X” in the table below.

Intermittent Leave Approved Reason
Medical Treatment
Healthcare Provider Appointments
Flare-Up of Condition

e llalte

The estimated frequency and duration of each occurrence is listed below. If you exceed the listed frequency
and duration, Work & Well will follow-up with you and/or your Health Care Provider to substantiate the
additional time.

Frequency Duration
0 to 1 episode(s) per month 2 day(s) per episode

You may be required to re-certify your leave before the approved thru date depending on the circumstances.
To continue your leave being designated as FMLA approved, you must comply with all recertification
requests and any requests for clarification or authentication of the recertification(s).

Absent unusual circumstances, you must follow your company’s call-out/leave work early procedures to
have your time taken for this condition designated as FMLA time. Additionally, you must communicate
with your supervisor and schedule your planned medical treatments and appointments at times that are the
least disruptive to your company.

All time taken for the condition on your certification will be designated as FMLA time. Because the leave
you requested will be unscheduled, it is not possible to provide the days that will be counted against your
FMLA entitlement at this time. You have the right to request this information once in a 30-day period.

This approval may or may not have been submitted in time for your current pay cycle. Please contact the
HRSC if you need further clarification. This time will be designated as Family Medical Leave Act (FMLA)
time and any paid time taken for this reason will count against your FMLA entitlement.

Please contact Work & Well’s Customer Care Department at 1-800-464-6082 for any questions regarding
your leave.

Sincerely,

Work & Well

REV:82814
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WORK/&/WELL

3905 North Buffalo Rd e Orchard Park, NY 14127 ¢ 908-429-5500 ¢ Fax 908-429-5535 or 800-881-6108

B
i

FREQUENCY AND DURATION

Your healthcare provider has certified that you may be absent on intermittent FMLA for a
specific frequency and duration listed on your approval letter.

What does that mean?

e “Frequency” is the number of episodes your healthcare provider certified you may
have in a month.

e “Duration” is the maximum length of time you may be absent for each episode (how
long each episode may last).

An episode could last duration of 15 minutes or a number of days. An episode of either
length would be considered 1 episode and count towards your frequency.

How does this work?

Assume you are approved for a frequency of “2 episodes per month” and duration of “1 day
per episode”. If one day, you use one hour of FMLA, this time out of work is considered 1
of your 2 approved episodes for the month.  You now have 1 more FMLA absence
remaining for the month.

Any time you do not use does not accumulate or roll-over. If you use any time after your 21
absence, the time may be designated “pending”. You and/or your healthcare provider may
be contacted for additional information and/or your additional absences may be denied.

Only the actual time you use will be subtracted from your available FMLA time.

If you have any questions about this, please contact Work & Well’s Customer Care Center
at 1-800-464-6082.

EXHIBIT
REV:82814 M
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Job posting preview

Close

Job Title Market HR Business Partner East (Distribution Services)
Location *National "
Country U.S.A.

Work Area Human Resources

'F,:L|t1:ir:1nee- Full Time

Job Type Regular

Image

Most people see a chair.

You see people
and teamwork.

o An even better IKEA
Our Customers at the heart of everything we do

Market HR Business Partner
CUSTOMER FULFILMENT, IKEA GROUP

ABOUT CUSTOMER FULFILMENT

The IKEA Group faces an exciting and challenging future ahead in the transformation into becoming a
multichannel retailer where customer fulfilment will be crucial to deliver our long term ambitions.
Customer Fulfilment has the global responsibility for making IKEA products & core services available for
customers wherever and whenever they choose to buy them.

ABOUT THE JOB
The Market Human Resources Business Partner acts as a strategic partner by embedding the

DSNA People strategy into the day-to-day work by providing professional HR guidance to leaders
in order to add value to the business.

YOUR ASSIGNMENT Your tasks will include:

e Provides strategic and customized HR consultancy to location Human Resources Manager
and leadership teams through coaching and development feedback.

e Facilitates a strong leadership culture, provides advice, and coaches partners as necessary.

 Develop strong relationships with designated Deputy Distribution Operations Manager,
location HR manager and business leaders through solid operational acumen and HR
process expertise; challenges and offers solutions.

» Analyzes and acts on internal succession data to secure internal succession planning,
recruitment and internal development.

* Offers thought leadership regarding organizational and people related strategy and
execution.

 Audits and monitors location compliance with internal and external HR compliance.

* Provides advice and counsel to the location HR Manager around co-worker relations'
investigations and other location legal actions.

EXHIBIT
N

https://sjobs.brassring.com/TGWEbHost/jobdetailpreview.aspx?PartnerlD=13900&Sitel...  11/20/2017
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e Collaborates with HR colleagues in the Learning & Development, Compensation, SSC, and
HR On boarding & Sourcing teams to secure and implement solutions.

 Provides rigorous data analysis and reporting solutions based on business need.

« Performs other duties as assigned.

e Contributes to an environment where the IKEA culture is a strong and living reality that
embraces the diversity of co-workers and customers.

YOUR PROFILE Your knowledge, skills and experience include:

Bachelor's Degree (Human Resources/Human Services Preferred).

5 plus years of professional Human Resources experience.

SHRM-CP or SCP, or SPHR or PHR certification Preferred.

HR Leadership experience at a Regional or District HR level.

Knowledge of all HR disciplines.

Experience with managing and leading remotely.

Root cause analysis.

Coaching & Mentoring.

Knowledge of talent management (recruitment, development and succession, potential
management), co-worker relations, change management, employment legislation, labor
market understanding and trends.

e Knowledge of strategy and business acumen and root cause analysis abilities.

Highlighted Capabilities

Follow instructions through a standard work process.

Identify and implement actions to address issues uncovered on reports.
Think and act strategically.

Work and influence in a matrix environment.

Work in a fast-paced, high volume environment.

Work independently and in a team environment.

GROWING TOGETHER IKEA offers an exciting and empowering work environment in a global
marketplace. And as the world’s leader at life at home, you have exceptional opportunities to grow and
develop together with us.

Additional 25% Travel required
Information : Seating location must be a DS location

Relocation

Support i

Job ID 302560BR

Removal

e 11/26/2017

IKEA is an equal opportunity employer @“
IKEA US participates in the E-Verify Program

https://sjobs.brassring.com/TGWEbHost/jobdetailpreview.aspx?PartnerID=13900&Sitel... 11/20/2017
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IN THE UNITED STATES DISTRICT COURT
FOR THE EASTERN DISTRICT OF PENNSYLVANIA

CASE MANAGEMENT TRACK DESIGNATION FORM

- Gorbeck : CIVIL ACTION

IKEA North America Services, LLC et al.
: NO.

In accordance with the Civil Justice Expense and Delay Reduction Plan of this court, counsel for
plaintiff shall complete a Case Management Track Designation Form in all civil cases at the time of
filing the complaint and serve a copy on all defendants. (See § 1:03 of the plan set forth on the reverse
side of this form.) In the event that a defendant does not agree with the plaintiff regarding said
designation, that defendant shall, with its first appearance, submit to the clerk of court and serve on
the plaintiff and all other parties, a Case Management Track Designation Form specifying the track
to which that defendant believes the case should be assigned.

SELECT ONE OF THE FOLLOWING CASE MANAGEMENT TRACKS:
(a) Habeas Corpus — Cases brought under 28 U.S.C. § 2241 through § 2255. ()

(b) Social Security — Cases requesting review of a decision of the Secretary of Health
and Human Services denying plaintiff Social Security Benefits. ()

(c) Arbitration — Cases required to be designated for arbitration under Local Civil Rule 53.2. ()

(d) Asbestos — Cases involving claims for personal injury or property damage from
exposure to asbestos. ()

(e) Special Management — Cases that do not fall into tracks (a) through (d) that are
commonly referred to as complex and that need special or intense management by
the court. (See reverse side of this form for a detailed explanation of special

management cases.) ()
(f) Standard Management — Casey that yt f; to any one of the other tracks. X)
August 27, 2018 Harold M. Goldner F’Iainti_Gorbeck
Date Attorney-at-law Attorney for

hgoldner@krautharris.com

Telephone FAX Number E-Mail Address

(Civ. 660) 10/02
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JS 44 (Rev. 06/17)

The JS 44 civil cover sheet and the information contained herein neither re

CIVIL COVER SHEET

place nor supplement the filing and service of pleadings or other papers as required by law, except as

provided by local rules of court. This form, approved by the Judicial Conference of the United States in September 1974, is required for the use of the Clerk of Court for the
purpose of initiating the civil docket sheet. (SEE INSTRUCTIONS ON NEXT PAGE OF THIS FORM.)

I.

(a) PLAINTIFFS

I Gorbeck

(b) County of Residence of First Listed Plaintiff

Montgomery

DEFENDANTS

(EXCEPT IN U.S. PLAINTIIF CASLS)

(C) Attorneys (Firm Name, Address, and Telephone Number)

Harold M. Goldner, Esq., Kraut Harris, P.C.
5 Valley Square, Suite 120 Blue Bell, PA 19422 (215-542-4900)

NOTE:

Attorneys (If Known)

IKEA U.S. Holdings, Inc. et al.

County of Residence of First Listed Defendant

(1IN US. PLAINTIFIY CASES ONLY)

IN LAND CONDEMNATION CASES, USE THE LOCATION OF
THE TRACT OF LAND INVOLVED.

Brandon R. Sher, Esq., Ogletree, Deakins, Nash & Stewart, P.C.
1735 Market St., Suite 3000, Phila., PA 19103 (215-995-2840)

I1. BASIS OF JURISDICTION (Place an "X in One Box Only)

o

o

1 U.S. Government
Plaintiff

2 U.S. Government
Defendant

P 3 Federal Question

(11.S. Government Not a Party)

0 4 Diversity

(Indicate Citizenship of Parties in ltem 111)

(For Diversity Cases Only)

III. CITIZENSHIP OF PRINCIPAL PARTIES (Place an "X in One Box for Plaintiff

and One Box for Defendant)

PTF DEF PTF DEF
Citizen of This State o1 0 1 Incorporated or Principal Place 04 04
of Business [n This State
Citizen of Another State 02 0O 2 Incorporated and Principal Place gs 035
of Business In Another State
Citizen or Subject of a 0O 3 O 3 Foreign Nation g6 06

Foreign Country

IV. NATURE OF SUIT (Place an X" in One Box Only)

Click here for: Nature o

f Suit Code Descriptions.
OTHER STATUTES ]

(O 375 False Claims Act

O 376 Qui Tam (31 USC
3729(a))

O 400 State Reapportionment

O 410 Antitrust 5

3 430 Banks and Banking

O 450 Commerce

3 460 Deportation

0 470 Racketeer Influenced and
Corrupt Organizations

O 480 Consumer Credit

(0 448 Education

555 Prison Condition

0 490 Cable/Sat TV

O 850 Securities/Commodities/
Exchange

O 890 Other Statutory Actions

O 891 Agricultural Acts

(3 893 Environmental Matters

O 895 Freedom of Information

Act

| CONTRACT TORTS FORFEITURE/PENALTY BANKRUPTCY
O 110 Insurance PERSONAL INJURY PERSONAL INJURY |0 625 Drug Related Seizure 7 422 Appeal 28 USC 158
3 120 Marine 0 310 Airplane J 365 Personal Injury - of Property 21 USC 881 | 423 Withdrawal
0 130 Miller Act 0O 315 Airplane Product Product Liability 0 690 Other 28 USC 157
3 140 Negotiable Instrument Liability O 367 Health Care
(0 150 Recovery of Overpayment |0 320 Assault, Libel & Pharmaceutical PROPERTY RIGHTS
& Enforcement of Judgment Slander Personal Injury (J 820 Copyrights
O 151 Medicare Act J 330 Federal Employers’ Product Liability O 830 Patent
O 152 Recovery of Defaulted Liability O 368 Asbestos Personal O 835 Patent - Abbreviated
Student Loans O 340 Marine Injury Product New Drug Application
(Excludes Veterans) O 345 Marine Product Liability (0 840 Trademark
O 153 Recovery of Overpayment Liability PERSONAL PROPERTY LABOR SOCIAL SECURITY
of Veteran’s Benefits 0 350 Motor Vehicle O 370 Other Fraud 3 710 Fair Labor Standards O 861 HIA (1395ff)
O 160 Stockholders' Suits 0 355 Motor Vehicle O 371 Truth in Lending, Act 0 862 Black Lung (923)
O 190 Other Contract Product Liability O 380 Other Personal 3 720 Labor/Management O 863 DIWC/'DIWW (405(g))
O 195 Contract Product Liability | O 360 Other Personal Property Damage Relations O 864 SSID Title XVI
O 196 Franchise Injury O 385 Property Damage O 740 Railway Labor Act 0 865 RSI (405(g))
O 362 Personal Injury - Product Liability O 751 Family and Medical
Medical Malpractice Leave Act
| REAL PROVERTY CIVIL RIGHTS PRISONER PETITIONS |0 790 Other Labor Litigation FEDERAL TAN SUITS
O 210 Land Condemnation 0 440 Other Civil Rights Habeas Corpus: 0 791 Employee Retirement 0 870 Taxes (U.S. Plaintiff
O 220 Foreclosure O 441 Voting J 463 Alien Detainee Income Security Act or Defendant)
J 230 Rent Lease & Ejectment (X 442 Employment O 510 Motions to Vacate O 871 IRS—Third Party
(3 240 Torts to Land 3 443 Housing/ Sentence 26 USC 7609
O 245 Tort Product Liability Accommodations O 530 General
3 290 All Other Real Property [J 445 Amer. w/Disabilities - | (3 535 Death Penalty IMMIGRATION
Employment Other: O 462 Naturalization Application
O 446 Amer. w/Disabilities - | (J 540 Mandamus & Other  |(J 465 Other Immigration
Other O 550 Civil Rights Actions
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o

560 Civil Detainee -
Conditions of
Confinement

O 896 Arbitration

0O 899 Administrative Procedure
Act/Review or Appeal of
Agency Decision

O 950 Constitutionality of
State Statutes

VY. ORIGIN (Place an “X"" in One Box Only)

X1

Original
Proceeding

0 2 Removed from
State Court

3 3

Remanded from
Appellate Court

04

Reinstated or
Reopened
(specify)

O 5 Transferred from
Another District

Litigation
Transfer

0 6 Multidistrict

O 8 Multidistrict
- Litigation -
Direct File

V1. CAUSE OF ACTION

Cite the U.S. Civil Statute under which you are filing (Do not cite jurisdictional statutes unless diversity):
42 U.S.C. Section 2000e; Equal Pay Act, Age Discrimination in Employment Act

Brief description of cause:
Employment discrimination claim

VII. REQUESTED IN

0J CHECK IF THIS IS A CLASS ACTION

DEMAND $

CHECK YES only if demanded in complaint:

COMPLAINT: UNDER RULE 23, F.R.Cv.P. at least $150,000 JURY DEMAND: ) Yes ONo
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UNITED STATES DISTRICT COURT
FOR THE EASTERN DISTRICT OF PENNSYLVANIA

DESIGNATION FORM

(10 be used by counsel or pro se plaintiff to indicate the category of the case for the purpose of assignment to the appropriate calendar)
Address of Painti: I

il atsndait 420 Alan Wood Road, Conshohocken, PA 19428

Place of Accident, Incident or Transaction: Conshohocken, PA and other IKEA ofﬁoes

RELATED CASE, IF ANY:

Case Number: 18-CV-00599 Judge: Hon. Anita BrOdy Date Terminated:

Civil cases are deemed related when Yes is answered to any of the following questions:

1. Is this case related to property included in an earlier numbered suit pending or within one year Yes D No D
previously terminated action in this court?

2. Does this case involve the same issue of fact or grow out of the same transaction as a prior suit Yes No D
pending or within one year previously terminated action in this court?

3. Does this case involve the validity or infringement of a patent already in suit or any earlier Yes D No l:l
numbered case pending or within one year previously terminated action of this court?

4. Isthis case a second or successive habeas corpus, social security appeal, or pro se civil rights Yes D No [:’
case filed by the same individual?

I certify that, to my knowledge, the within case [®]is / [J is not related to an

this court except as noted above. A
oare 08/24/2018 M

32367 (PA)

ase now pending or within one year previously terminated action in

/ Attorney-at-Law / Pro Se Plaintiff’ = Attorney 1D, # (if applicable)

CIVIL: (Place a Y in one category only)
A. Federal Question Cases: B.  Diversity Jurisdiction Cases:
[J 1. Indemnity Contract, Marine Contract, and All Other Contracts [0 1. Insurance Contract and Other Contracts
[J 2. FELA [J 2. Airplane Personal Injury
[ 3. Jones Act-Personal Injury [] 3. Assault, Defamation
[0 4. Antitrust [0 4. Marine Personal Injury
[] 5. Patent [J 5. Motor Vehicle Personal Injury
[] 6. Labor-Management Relations [J 6. Other Personal Injury (Please specify):
[J 7. Civil Rights [0 7. Products Liability
[ 8. Habeas Corpus [J 8. Products Liability — Asbestos
[0 9. Securities Act(s) Cases [0 9. Allother Diversity Cases
[] 10. Social Security Review Cases (Please specify):
[ 11. All other Federal Question Cases

(Please specify): Title VII, ADEA, EPA, FMLA

ARBITRATION CERTIFICATION
(The effect of this certification is to remove the case from eligibility for arbitration.)

l; /{W M @‘D‘/OIJP\&—/ . counsel of record or pro se plaintiff, do hereby certify

Pursuant to Local Civil Rule 53.2, § 3(c) (2). that to the best of my knowledge and belief. the damages recoverable in this civil action case

exceed the sum of $150,000.00 exclusive of interest and costs:

Relief other than monetary damages is soug%ﬂ%>
o 08/24/2018 32367 (PA)

Attorney-at-Law / Pro Se Plaintiff Attorney I.D. # (if applicable)

NOTE: A trial de novo will be a trial by jury only if there has been compliance with F.R.C.P. 38

Civ. 609 (5 2018)
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