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Monetary Relief 

o Total = Approx. $113 million 

 Excluding cost of: 

 Programmatic Relief  (Estimated Cost = $36M over 4 year Task Force term) 

 Pay equity adjustments (Estimated Cost = $43.5M over 10 years) 

 

1. Compensatory Damages Fund = $58.7M 

 Each class member received a payment from this fund.  

 Resolves all Settlement Class member’s claims for emotional distress, hostile environment, non-wage-

related disparate treatment under Title VII. 

 Compensation of Class Representatives 

 $300,000 (each) to 4 Class Representatives.  

 (Paid out of Compensatory Damages Fund).  

 Incentive Bonuses for Affiants 

 Each person who submitted an executed affidavit to Class Counsel by June 14, 2000 in support of 

claims of the Settlement Class received $3000.  

 (Paid out of Compensatory Damages Fund).  

 Expenses of Litigation 

 (Paid out of Compensatory Damages Fund).  

 Distribution: 

 Each member given 1 point for each full tenth of a year employed through 6/14/00.  

o Minimum: $1000  

o Maximum: Lesser of $150,000 or three times annual base salary as of 12/31/99 

 Member could elect to take up to 100% of payment in 10-year restricted Company shares. 

 

2. Make-Whole Relief Back Pay Fund = $24.1M 

 Purpose: 

 Make Settlement Class whole for racial disparities in compensation and promotion.  

 Class members who were GS-10 or above as of 4/22/99 received some of portion of their share of this 

Fund as stock options.  

 Alternative: Promotional Claims Procedure 

 Class member may give up award from Back Pay Fund and be granted an individual Promotional 

Claims Hearing on merits before U.S. Magistrate Judge. 

o At the hearing, class member may seek a promotion to a specific position they claim they 

were discriminatorily denied, AND/OR 

o Seek to be made whole for monetary losses deriving from a specific racially discriminatory 

promotion decision.  

 If class member prevails in the Promotional Claims Procedure, precluded from Promotional 

Achievement Award Fund.    

 Class members who chose PCP not to receive their share of Back Pay Fund, their share will be retained 

by TCCC. 

 Distribution 

 1. Cash Awards 
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o Labor economists utilized logistical regression analysis to assess existence and extent of racial 

disparities in amount of pay based on education, work experience, service at TCCC, division, 

job function and other objective factors.  

 2. Stock Option Awards 

o Class members who were GS-10 or above as of 4/22/99 received some of portion of their 

share of this Fund as stock options (10 year term) 

 

3. Promotional Achievement Award Fund = $10M 

 Purpose 

 Reward African-American employees who are promoted into positions where they are typically 

underrepresented / underutilized.  

 Award from this Fund in additional to salary, benefits and bonuses.  

 Eligibility 

 To receive this award, the employee must serve in such a promoted position for at least 12 months 

and receive a median performance evaluation rating.  

 Distribution of such awards subject to recommendation and review by Task Force and Joint Experts.  

 If entire amount not distributed within 10 years, remainder to go to a 501(c)(3) institution in the Atlanta 

University Complex.  

 

4. Attorney’s Fees + Expenses = $20.7M 

 Attorney’s Fees  

 $14M + $5,998,047  

o Paid directly to Class Counsel 

 Expenses of Litigation (including exerts and consultants)  

 $1,191,000 + $350,000 

 Paid from the Compensatory Damages Fund 

 

5. Administrative Costs and Taxes 

 TCCC paid all costs associated with the administration and distribution of the Settlement Funds.  

 

Programmatic Relief  

o Estimated Cost = $36M over 4 year Task Force term 

o Statement of Principle (aka “Gold Standard”) 
 The Coca-Cola Company commits to excel among Fortune 500 Companies in promoting and fostering equal opportunity in compensation, promotion, 

and career advancement for all employees in all levels and areas of the business, regardless of race, color, gender, religion, age, national origin, or 

disability, and to promote and foster an environment of inclusion, respect and freedom from retaliation. The Company recognizes that diversity is a 

fundamental and indispensable value and that the Company, its shareholders and all of its employees will benefit by striving to be a premier "gold 

standard" company on diversity. The Company will set measurable and lawful business goals to achieve these objectives during the next four years. 

 

 Board of Directors (the “Board”) Role 

 Have oversight responsibility for Equal Employment Opportunity performance of TCCC and of the diversity 

goals.  

 Review and remain informed about achieving diversity goals. 

 Establish a schedule for receiving formal reports from the Board’s Public Issues and Diversity Review 

Committee, the Task Force and Human Resources.  
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 Public Issues and Diversity Review Committee to provide briefings to the Committee on Directors (“COD”) in 

connection with the COD's process of selecting candidates for the Board.  

 Compensation Committee of the Board to consider the Company’s EEO performance to check if Company 

officers meet their business objectives.  

 Public Issues and Diversity Review Committee to give input into the elected officer compensation process.  

 

 The Task Force 

 Purpose 

 Ensure (i.e. review, monitor and report on) fair, equitable and effective implementation of the 

Settlement Agreement (“SA”) + independent oversight of Company’s diversity efforts and long-term 

compliance with the Statement of Principle.  

 Evaluate HR’s policies and practices are fair and equitable for African American employees.  

 Membership: 

 3 diverse members (compensated) appointed by Class Counsel, 3 by TCCC, and 1 Chairperson (jointly 

agreed to by mediation parties).  

 Powers & Duties: 

1. Review, oversight and monitoring of HR policies, practices and procedures 

a. Ensure compliance with Title VII and SA. 

b. Authority to review, oversee and monitor implementation of reforms. 

c. Recommend a timetable for implementation and completion of revisions and additions.  

2. Independent Investigative Function 

a. Access to all non-privileged relevant books, data, docs and other sources of information.  

b. Authority to communicate with employees through various means. 

3. Reporting and Monitoring 

a. Issue written annual reports to the CEO, the Board, the Court and Class Counsel. 

i. Evaluation of HR policies and practices, flag deficiencies and monitor impact / 

effectiveness of changes.  

b. Creation of internal website containing information and significant updates. 

4. Oversight of the: 

i. distribution of money out of the Promotional Achievement Award Fund 

ii. funds spent by TCCC on pay equity adjustments under the SA.  

1. Specific Programmatic Relief 

a. Within 1 year of court approval of SA, VP of HR will evaluate and implement, if necessary, the following 

programmatic relief: 

i. Performance Evaluations 

1. revises or replaces the performance evaluation process so that any performance 

evaluation mechanism reasonably and fairly measures employee performance, and, 

among other things: 

a. all performance appraisals of all substantial population jobs will be grounded in 

thorough job analyses; performance appraisals for substantial population jobs 

will be behaviorally-anchored based on the results of those job analyses and 

designed by psychologists; performance appraisals will be done by qualified 

raters, with particular coverage of EEO/ AAP and diversity issues; employee to 

receive performance appraisals and acknowledge receipt; performance 

appraisals will include a comment opportunity and a specifically stated right of; 

performance appraisals will be reviewed for adverse impact, job-relatedness, 
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and compliance with performance appraisal training and guidelines, with 

corrections and rater retraining or other action as appropriate; and 

performance appraisals to be completed at least annually. 

ii. Staffing 

1. Review promotion and employee development process, including making available to all 

employees objective promotability criteria. 

2. Establish practice and procedures to: i) require managers to make promotion and 

transfer decisions fair, and ii) ensure all interested and qualified candidates have a fair 

opportunity to be considered for advancement to high-level positions. 

3. Evaluate and revise methods for determining appropriate job competencies, including 

KSAs. 

4. Ensure that all Talent Development and career advancement program for pay scales 12 

and up are fair and diverse.  

iii. Compensation 

1. Evaluate and revise procedure for setting initial salaries for positions, merit increase, 

bonuses, etc. 

2. Company to conduct job analyses and pay equity studies and a comprehensive review of 

current practices and pay grade structures to ensure all employees receive fair 

compensation and are in correct pay grade. 

3. Managerial guidelines for merit increases, bonuses and stock option allocations + 

training programs.  

iv. Reporting and Monitoring 

1. HR to have semi-annual reports on promotions, terminations and annual reports on 

compensation and performance evaluations to senior function heads, department 

managers, officers and executives and the Board.  

a. Must specifically provide data on African-American employees.  

b. Employees to have access to this information.  

2. Develop and implement centralized monitoring of employee compensation and 

promotion practices to ensure no unlawful disparate treatment or disparate impact.  

v. Diversity Goals 

1. Within 6 months of approval, Company to establish appropriate, measurable goals to 

enhance representation of African-Americans and other protected groups in 

underrepresented groups.  

2. Measure objectives for: 1) addressing non-job-related pay disparities having a disparate 

impact on Settlement Class, 2) addressing any promotion differential having disparate 

impact, 3) ensuring a thorough investigation and appropriate disposition all 

discrimination and retaliation complaints, and 4) measuring progress in reforming HR 

practices. 

vi. Managerial Oversight 

1. Establish mechanisms for internal oversight of individual managerial decisions regarding 

compensation, promotion and performance evaluations. 

2. Consider implementing: review of managers by employees they supervise; peer 

evaluations; external audits; greater disclosure of information; exit interviews; 

roundtables and focus groups; skip level interviews; anonymous surveys; a 360 degree 

appraisal process; and/or special recognition programs 

vii. Training 
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1. Company-wide mandatory diversity training annually for mangers and bi-annually for all 

other employees. 

2. Train managers on how to make decisions regarding promotions and compensation and 

conduct performance evaluations without unlawful bias.  

viii. Mentoring and Professional Development 

1. Give employees access to meaningful mentoring and professional development 

opportunities.  

ix. Ombuds Function 

1. TCCC to appoint / hire an Ombudsperson to ensure discrimination, harassment and 

retaliation are fairly and properly investigated, according to written guidelines, who will 

submit written reports on disposition of each complaint.  

a. Direct report to the CEO. 

2. TCCC to establish a 24/7 independent hotline to receive discrimination, harassment 

and/or retaliation complaints. These are to be referred to the Ombuds.  

x. Specific Reccomendations of the Joint Experts  

1. Class Counsel and TCCC selected independent psychologist (Dr. Lundquist and Dr. 

Goldstien) to review Company’s HR policies and practices and prepare a Joint Expert 

Report and Recommendation on how to ensure these policies are consistent with the 

SA.  
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References 
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