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This Performance and Accountability Report (PAR) consists of the following sections:

SECTION 01

SECTION 02

SECTION 03

SECTION 04

SECTION 05

The Management’s Discussion and Analysis (MD&A) Section provides an
overview of the National Labor Relations Board’s (NLRB or the Agency) mission,
organization, mission-related goals, performance and financial systems highlights
as well as the Agency’s operational and casehandling highlights for Fiscal Year (FY)
2024. The MD&A also contains an analysis of financial statements and a discussion
of compliance withlegal and regulatory requirements, such as the Federal
Managers’ Financial Integrity Act of 1982 (FMFIA).

The Performance Section compares the NLRB’s performance toits strategic goals
and objectives as set forthinits current FYs 2022 through 2026 Strategic Plan.

The current Strategic Planincludes three mission-related goals and two support
goalsto help achieve the Agency’s mission and vision. The performance measures
associated with the mission-related goals are outcome-based. The Agency has
several outcome-based performance measures for the support goals combined
with those that are management strategy driven to ensure alignment with the
mission and needs of stakeholders.

The Financial Sectionis composed of the NLRB'’s audited financial statements,
related footnotes, and the Independent Auditor’'s Report.

Other Information provides the Top Management and Performance Challenges
identified by the Office of the Inspector General (OIG) in the current fiscal year,
and the NLRB’s summary of audit and management assurances, which details the
Agency’sreview of compliance with the Payment Integrity Information Act of 2019
(PIIA). Foranupdate onthe Board’s progressin addressing management and
performance challenges from FY 2024 please see

Appendices: Appendix A: Acronyms used throughout thisreport
Appendix B: Glossary of terms used throughout this report
Appendix C: Historical performance data
Appendix D: Complete strategic goal structure

An electronic version of the NLRB FY 2024 PAR s available on the NLRB’s website at
The NLRB’s current Strategic Planis also available at this website along with graphs and data which refiect
the NLRB’s work.


https://www.nlrb.gov/reports/inspector-general-reports/oig-semiannual-reports
https://www.nlrb.gov/reports/inspector-general-reports/oig-semiannual-reports
https://www.nlrb.gov
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MESSAGE FROM THE CHAIRMAN

On behalf of the National Labor Relations Board, | am pleased to
submit the Agency’s FY 2024 Performance and Accountability
Report. Intimes when more and more workers are joining together
toimprove theirworking conditions, the work of the NLRB is critically
important to ensure that the right to engage in such collective action
isadequately protected. The Agencyis charged with administering
and enforcing the National Labor Relations Act (NLRA or the Act),
which guarantees the right of private sector workers to choose a
union, if they desire, and to bargain collectively with theiremployers
overwages, hours, working conditions, and other aspects of their
employment. Additionally, with or without a union, the NLRA protects
workers’right to act collectively to seekimprovements at their
workplace. The entire Agency takes seriously its mission to effectively
enforce the Act, and we are proud of our achievements this yearin
increasing our productivity and expanding access to our services. Yet, as discussed below, we continued to
face the challenge of maintaining our high level of performance in an environment of significantly increasing
caseintake but with a shortage of necessary resources to fully support the Agency’s operations.

The Boarditselfis a five-memberbody that serves as animpartial decision-maker to resolve questions
pertaining to union elections and adjudicate cases where unfair labor practices are alleged. The Act also
authorizes the Board to engage inrulemaking, as appropriate. The Board is committed to producing quality
decisions as efficiently as possible. Timely decision-making by the Board s vitally important, both to
workers seeking the benefits of collective bargaining and to those who have been the victims of unfairlabor
practices. The Board accordingly has focused attentioninrecent years on expediting case processing and
increasing overall productivity, and we are continuing to make significant progress. InFY 2024, the Board
issued decisionsin 259 contested cases, a 5.0 percentincrease comparedto FY 2023. Several of these
decisions, moreover, resolved important, complex, precedent-setting cases concerning workers’ rights
underthe Act. The Board alsoissued 144 rulings, orders, or noticesin other matters. Further, the Board
achievedits goal of ensuring that the median age of pending cases at the end of the fiscal year was 180 days
orless,cominginat 154 days, notwithstanding another significant increase in case intake, discussed below.

In addition, in FY 2024 the Board’s rulemaking efforts continued to protect workers’ ability to freely and
timely exercise theirrightsunderthe Act. InFY 2024, the Board promulgated a Final Rule restoring key
policies, describedin this Report, that provide workers with a fair opportunity to decide whether they want
unionrepresentationin the workplace and a process that respects workers’ choices. Moreover, the Board’s
election procedures rule, which was promulgatedin FY 2023 and became effective this year, already has
significantlyimproved the timeliness of union elections. The time from petition to election decreased even
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as the number of electionsincreased 27.0 percent from1,526inFY 2023101,943in FY 2024. Moreover, in
45.0 percent of elections conducted under the new rule, the votes were counted within 30 days of the filing
of the petition, compared to only 13.0 percentin FY 2023. Thus, the Board’s new rule is allowing workers to
more effectively exercise their fundamental right to express their wishes regarding union representation.

The Board’s case-processing and rulemaking achievements are attributable primarily to the hard work

and dedication of our career staff. Indeed, we are fortunate to have a workforce thatis committed to
achieving the Agency’s mission. But sustaining these achievements requires that theircommitment to

the work be supported by the commitment of adequate resources to the Agency. InFY 2023, the Agency
received amodest $25.0 millionincrease inits annual appropriation after receiving the same Congressional
appropriation forthe nine preceding years. The additionalresources were animportant and much
appreciated down-payment on fully restoring the Agency’s capacity to achieve its mission, but this down-
payment did not fundamentally change the Agency’s continuing need for additional resources in the face of
ever-increasing costs. Despite that continuing need, in FY 2024 Congress flat-funded the NLRB at $299.2
million, limiting the Agency’s ability to further advance the purposes of the Act. We simply did not have the
capacity to keep pace with another significantincrease in case intake—in FY 2024 the Board received a
total of 393 unfairlabor practice and representation cases, up 22.4 percent from 321 cases last year. Thus,
although the Board’s career staff continued working as hard as ever and the Board issued more decisions,
the total number of pending cases at the end of FY 2024 increased by 46.0 percent relative to FY 2023.
Additional budgetary support thus remains necessary to enable the Agency and its workforce to continue
effectively serving the workers, employers, and unions that count on us to resolve theirworkplace issues.

Adequate supportis also needed to ensure that as many workers, employers, and unions as possible

are aware of and can access the Agency’s services. The entire Agency has continued to support our
outreach efforts, with an emphasis on ensuring greater public awareness, particularly among underserved
communities, of therights and responsibilities established by the Act, the Agency’srole in enforcing the
Act, and how to invoke our processes. Ouremphasis on outreachis grounded in thereality that the Act’s
protections are meaningful only if allworkers know theirrights and how to assert them, and if allemployers
and unions understand their obligations and protections under the law. Inthe same vein, the Agency has
enthusiastically embraced andis pursuing the goals of the President’s Executive Orders seeking to enhance
equity inaccess to government services and federal employment.

Finally, the NLRB takes seriously its responsibility to the taxpayers to be careful stewards of public funds.
As Chairman, | certify that the NLRB’s internal controls and financial systems meet and conformto the
requirements of the Federal Managers’ Financial Integrity Act. (A more detailed discussion of the Agency’s
internal controls can be found starting on page 68 of thisreport.) | have also made every effort to verify the
accuracy and completeness of the performance data presentedin thisreport.

JWWW)

Lauren McFerran

Chairman
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MESSAGE FROM THE
GENERAL COUNSEL

It hasbeenanhonorand a privilege to serve as General Counsel of
the NLRB this fiscal year and every other one. My goals have been
the same throughout my 25-year tenure with the Agency - that is

to educate, protect and enforce. Itis through these efforts that

we effectuate our mission of empowering workers to elevate their
voices and seek positive change in theirworkplaces. With all of the
challenges that we face, encouraging and promoting productive
labormanagement relations with regard toissues involving
compensation, scheduling, health and safety, and otherworking
conditions is a crucial step towards workplace and industrial stability.
By helping to ensure that workers’ choices are respected, workers’
voices are heard, andissues are considered and addressed by their
employers, workplace conflict diminishes and workers, their families,
their communities, and businesses all have the opportunity to flourish.

In keeping with ourrole as educator, protector and enforcer of workers’ rights under the NLRB, itis my honor
and privilege to share the many important accomplishments the Agency’s talented employees in the Office
of the General Counsel (OGC) achieved over the last fiscal year. This FY 2024 report outlines the Agency’s
case handling, administrative, human capital, and financial achievements, as well as our outstanding
management of our scarce resources.

The OGCisresponsible forthe Agency’s two primary functions: (1) to prevent and remedy unfair labor
practices (ULPs)and (2) to protect workers’ free choice regarding union representation. The OGC exercises
general supervisory authority over the NLRB’s 48 Field Offices across the nation. The OGC also directly
oversees Headquarters’ divisions responsible for various case handling, administrative, human capital, and
financial functions.

InFY 2024, Regional case intake totaled 24,566 cases, anincrease of 9.0 percent over last fiscal yearand
afilinglevelnot seensince FY 2011. From FY 2023 to FY 2024 representation case intake increased 27.0
percent,and ULP caseintakeincreased by 7.0 percent. Since FY 2021, the annual case intake increased by
47.0 percent, from 16,719 to 24,566 cases.

As to our financial operation, the Agency effectively obligated 99.8 percent of its $299.2 millionin
appropriated funds. Unfortunately, due to budgetary constraints, OGC hiring was severely limited to
backfilling only some of the many critical vacant positions. Notably, although we had a similar case intake in
FY 2024 as we hadin FY 2011, the Agency’s Field Offices were comprised of 62.0 percent more staffin FY
2011. Thus, itisimperative that the Agency’s annual appropriation for FY 2025 is substantially increased to
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improve staffing levels, particularly in the Field Offices, absorb cost-of-living and inflationary increasesin
laborand non-labor costs, and update criticalinfrastructure to better serve the public.

Since the start of my tenure in July 2021, | have issued public guidance memos to the Field Offices to further
the goals of fully and effectively educating the public, protecting workers’ rights, and enforcing the NLRA.

Atthe end of FY 2023, the Board issuedits decisionin Cemex Construction Material Pacific, LLC, agreeing
with my position that the prior scheme forremedying unlawful failures to recognize and bargain with
employees’ designatedrepresentatives was inadequate to safeguard the fundamental statutory right to
organize and bargain collectively.

Thus, inthe first memo thatissuedin FY 2024, GC Memo 24-01, Guidance in Response to Inquiries about
the Board'’s Decision in Cemex Construction Material Pacific, LLC, | provided guidance to assist our Field
Offices and the public in operating under this new decision. Our office also created additional materials for
the public, including a video, a know-your-rights card, and website withresources.

In GC Memo 24-04, Securing Full Remedies for All Victims of Unlawful Conduct, | highlighted the excellent
work of our Field Offices in obtaining make-whole relief in the context of discharged employees, and
advanced those efforts by asking Field Offices to seek fullmake-whole remedies for allemployees harmed
as aresult of anunlawful work rule or contract term, regardless of whether those employees were identified
during the initial unfair labor practice investigation.

Also, inresponse to the United States Supreme Court decisionin Starbucks Corp. v. McKinney, lissued GC
Memo 24-05, Section 10(j) Injunctive Relief and the U.S. Supreme Court’s Decision in Starbucks Corp. v.
McKinney, reaffirming my approach to seeking Section 10(j) injunctive relief in appropriate cases consistent
with the U.S. Supreme Court decision.

Asin previous fiscal years, the OGC strengthened ourinteragency work and whole-of-government
approachto enforcingworkers’ rights. OGC entered into new a Memorandum of Understanding with the
U.S. Department of Labor’s Occupational Safety and Health Administration (OSHA), expanding on the
historic interagency coordination by enabling the NLRB and OSHA to closely collaborate by more broadly
sharinginformation, conducting cross-training for staff at each agency, partnering oninvestigative efforts
within each agency’s authority, and enforcing anti-retaliation provisions. Another example of interagency
collaborationwas OGC’s work with the Department of Education, which resultedin the issuance of GC
Memo 24-06, Clarifying Universities’ and Colleges’ Disclosure Obligations under the National Labor
Relations Act and the Family Educational Rights and Privacy Act, to bolster student-workers’ rights while
ensuring compliance with student privacy rights.

And, in August 2024, OGC expanded its interagency collaboration through an MOU with the U.S. DOL,
Federal Trade Commission, and the Department of Justice’s Antitrust Division to collaborate onlaborissues
arisingin mergerinvestigations.

Asin previous years, the Field Offices actively participated in Labor Rights Week events throughout the
country and OGC participatedin a kick-off event and celebration at the U.S. Department of Labor, where we
renewed our Letter of Arrangement with the Mexican government. The OGC also entered into new a Letter
of Arrangement with the government of the Dominican Republic to build collaboration with theirembassy
and consulate in the United States and to work together to provide Dominican workers, theiremployers, and
Dominican nationals who own businesses in the United States with information, guidance, and access to
educationand training resources regarding rights and responsibilities under the NLRA.
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The Agency’s Immigration Team created a new page on the Agency’s website with resources forimmigrant
workers and engaged in multiple outreach events in-person and virtually to ensure that workers are aware
of theirrights and the protections available to ensure they can participate in the NLRB’s processes. OGC
also published a series of new resources onits website on employee rights and employer and union
responsibilities under the National Labor Relations Actin 17 languages.

Asyou cansee fromour FY 2024 accomplishments, our board agentsinthe OGC’s Field Offices and
Headquarters have continued to do an excellent job of educating workers about theirrights, vigorously
protecting those rights, holding accountable those who violate those rights, and obtaining full remedies
forviolations of those rights. Once again, they have clearly demonstrated theirunwavering adherence to
the statutory mandate established by Congress in 1935 to protect the rights of workers to engage inunion
activity and other concerted activity to improve wages, benefits and working conditions.

| am extremely proud to have such talented and dedicated colleagues, whose extremely hard work at
enforcing our statute has helped empowerworkers to speak up about theirissues and struggles and to seek
positive change in theirwork lives. Theirimpactful work has helped so many workers get the dignity and
respect that they deserve at workplaces around the country.

A ] )
767”2{»& &/»V%o

Jennifer A. Abruzzo

General Counsel
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Agency Operations
The Board

Throughout FY 2024, the Board continued to focus on timely and efficiently issuing decisions in pending
ULP andrepresentation cases, recognizing thatlong delays in the issuance of Board decisions undermine
the purposes of the Act and mission of the Agency. As aresult of these efforts, in FY 2024 the Board issued
259 decisionsin contested cases - 144 decisions in ULP cases and 115 decisions inrepresentation cases
-whichis anincrease of over 5.0 percent from the total number of decisionsissued last fiscal year. The

FY 2024 totalincluded important, precedent-setting cases that significantly strengthen and support the
protection of workers’ rights under the Act.

The Board also did wellinissuing decisions inits oldest pending cases, defined as cases that, if notissued
by the end of FY 2024, would have been pending before the Board formore than 18 months for ULP cases
and more than12 months forrepresentation cases. The shorter timeframe forrepresentation cases
recognizes that case processing efficiency is particularly important to effectuating employees’ wishes
regarding unionrepresentation. Overall, 105 cases were identified as “oldest cases” forFY 2024. The Board
issued decisionsin 74 of those oldest cases, including 94.0 percent of the representation cases that were
prioritized for completion. The issuance of decisions in these cases helped keep the median age of cases
pending before the Board low, comingin at 154 days, well below the goal of 180 days orless. Although some
oldest cases were not completed during FY 2024, this was due to circumstances unrelated to the Board's
commitment to thisinitiative, and these cases will be prioritized for completionin FY 2025. As described
below, the Board alsoissued a Final Rule restoring key policies that provide workers with a fair opportunity to
decide whetherthey want unionrepresentationin the workplace.

Notably, the Board achieved these results notwithstanding the challenges presented by a significant jump
in caseintake at a time when budgetary constraints foreclosed the Board from adding staffing capacity and
delayed a much-needed overhaul of our electronic case-processing systems. The Board had anintake of
393 ULP andrepresentation casesinFY 2024—anincrease of 22.4 percent over FY 2023 (321 cases), 27.6
percentoverFY 2022 (308 cases)and 44.5 percent over FY 2021(272 cases). At the same time, however,
the Board was unable to expand its capacity to meet the demands of its increased caseload. Although
the Agency hadreceived a modest fundingincrease in FY 2023, which enabled us to absorb mandatory
pay increases, avoid furloughs, and fund a limited number of essential infrastructure needs, the Agency’s
FY 2024 funding remained at the same level and again precluded adding critically needed staff. Asa
result, although the Board issued more decisionsin FY 2024 thanin FY 2023, the total number of cases
pending before the Board at the end of FY 2024 increased by 46.0 percent as compared to the end of last
year, going from 197 cases to 288 cases this year. Nevertheless, the Board remains committed toissuing
decisionsinall these pending casesin as timely a manner as possible under the circumstances.
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The Boardis equally committed to maintaining the high quality of its decisions. The Boardis regularly
apprised of the outcomes of cases that have been appealed to the federal courts of appeals and, asinyears
past, the Board enjoyed a high rate of judicial enforcement of its orders in FY 2024. Overall, 80.4 percent of
challenged Board orders were enforcedin full orin part. Inaddition, senior leaders and staff on the Board-
side regularly reviewed all appellate court decisions concerning Board orders to identify strengths and
weaknessesinthe Board's decision-making. These strategies enabled the Board to continually evaluate
ways to enhance the quality of its decisions.

As stated above, the Board also used its statutory authority to engage inrulemaking during FY 2024. The
Boardissued aFinal Rule in July 2024 —referred to as “Fair Choice-Employee Voice”—that reinstated
three key policies to protect workers’ ability to freely decide whether they want union representationin
the workplace, ensure their choice isrespected, and allow collective bargaining relationships to thrive.
These policies both strengthen workers’ rights and foster stability of collective-bargaining relationships,
which serves one of Congress’ fundamental objectivesin passing the Act—to minimize laborunrest and
consequent disruptions to commerce. Inadditionto “Fair Choice-Employee Voice,” the Board beganto
seethe benefits of itsrecent election procedures rule, which was promulgated in FY 2023 and became
effective thisyear. This rule already has significantly improved the timeliness of union elections andis
allowing workers to more effectively exercise their fundamental right to express their wishes regarding union
representation.

The Board fully appreciates, however, that achieving the Agency’s statutory mission also depends on
having the necessary infrastructure, particularly information technology (IT), to support Agency operations.
Accordingly, the Board strongly supported the Agency’s efforts to modernize its IT systems and implement
significant cybersecurity measures and related technology to protect the integrity of our IT systems,
including the Agency’s successful application for funding from the Technology Modernization Fund (TMF)
to make possible a complete replacement of its aging, outage-prone electronic case management
system. As further described below, this new system will greatly enhance the Board’s ability to efficiently
process cases and deliver timely decisions to employees, employers, and unions awaiting resolutions of
theirlabordisputes. The Board’'s commitment to this successful effort demonstratesits focus on effective
management and stewardship of its budgetary appropriations.

Last, as described below, the Board continued to expand its congressional and public affairs program,
prioritized increasing Diversity, Equity, Inclusion, and Accessibility (DEIA) for both internal and external
stakeholders, continued to foster stable relationships with the unions representing Agency employees, and
ensured the sound management of fiscal resources. In sum, we achieved much successinFY 2024, and we
look forward to carrying this momentuminto FY 2025.

The General Counsel

The Field Offices continued to successfully effectuate ourrigorous settlement program to timely resolve
meritorious unfairlabor practicesin a quality manner, pursuant to my prior GC Memos, 21-06, Seeking Full
Remedies, 21-07, FullRemedies in Settlement Agreement, and 22-06, Update on Efforts to Secure Full
Remediesin Settlements. Notably, the Regions garnered settlementsin 96.3 percent of meritorious cases
while obtaining significant make-whole remedies for workers, who were the victims of unfair labor practices,
as well as for theirworkplace colleagues, who were detrimentally affected by the violative conduct.

Afew notable settlementsinclude: Big Green, where the Employer agreed to make 10 unlawfully terminated
employees whole by paying them $450,000 in monetary compensation in addition to notifications to
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employees and manager/supervisor training; Paragon Systems, where the Employer agreed to pay
$286,000 to make whole 500 employees for lost wages, benefits, and all direct or foreseeable financial
harms they suffered because the employer failed to bargainin good faith over awage increase; Juvly
Aesthetics, where the Employeragreed to rescind the unlawful training repayment and non-compete
policies, cease its demands for training repayments, pay more than $25,000 in monetary relief to two
employees affected by the Employer’s unlawful discharge and withholding of benefits, post aremedial
Notice to Employees across all of its facilities in the United States, and post a copy of the Notice to its Slack
messaging application.

The General Counselis equally proud of the litigation efforts performed by Headquarters and the Field
Offices this fiscal year. By way of illustration, Regions, with assistance from the Division of Advice’s Injunction
Litigation Branch (ILB), successfully argued forinjunctive relief in district court. For example, in UPS Supply
Chain Solutions, the United States District Court for the Eastern District of California granted injunctive

relief, ordering the Employertoreinstate an unlawfully fired worker, and cease and desist from discharging
employeesinretaliation for theirengagingin protected activities,among otherinterimrelief. Andin/.N.S.A.,
the United States District Court of Massachusettsissued an orderrequiring that the Employerrecognize and
bargainunder the NLRB’s Cemex decision, offerreinstatement to two unlawfully terminated employees,
and hold at least one mandatory meeting in which the employer or the Board agent would read the District
Court’sInjunction Orderto employees at its Salem, Massachusetts store.

Further,in Bannum Place of Saginaw, after the Division of Enforcement-Litigation successfully obtained
enforcement of the Board’s order, Contempt Compliance Special Litigation Branch (CCSLB) secured an
order finding the employerin civil contempt for failing to comply with the Court-enforced Board order, and
a Court orderrequiring the Employer to pay the NLRB just under $15,000 in attorney fees. Further, CCSLB
successfully defended challenges to the Agency’s operations in Yapp USAv. NLRB, Alivio Medical Centerv.
Abruzzo et. al., and Burnett Specialists v. Abruzzo.

The Agency’s outreach efforts also continuedin FY 2024, reaching thousands of new members of

the public. The Office of General Counsel and Field Offices educated stakeholders during numerous
speaking engagements, including the American Bar Association (ABA), Labor and Employment Relations
Associations, State Bar Associations, the Society of Human Resource Management, the Wall Street Journal
CEO Council Summit, labor organizations, worker advocacy groups, law schools, and law firms. The Office
of Congressional and Public Affairs (OCPA) also continued its great work to promote broader public
awareness of workers’ rights and employers’ and unions’ responsibilities under the NLRA. Forexample, the
OCPA crafted and coordinated the dissemination of new “Know Your Rights” cards, as well as developed
and posted news releases via our public website and on social media, which provided regularand updated
announcements about the Agency’s operations during this fiscal year.

Technology Advances

InFY 2024, the Office of the Chief Information Officer (OCIO) made significant technological advancements
that directly support the NLRB’s strategic goals. The technological advancements by the OCIO not only align
with the NLRB’s strategic goals but also enhance public and internal operational efficiency, reinforcing the
Agency’s dedicationto excellence and transparency.
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Public Facing Enhancements

E-Filing System Enhancements for Improved Case Intake

Enhancements to the eFiling systems have significantly boosted operational productivity and efficiency. By
introducing a new document subtype, “Motion to Stay,” along withresponse subtypes, we have streamlined
workflows based on userfeedback, facilitating more precise document categorization. Thisinitiative has
reduced document processing times and minimized misfiling, resulting in quicker reviews and improved
user satisfaction. The NLRB’s commitment to enhancing service delivery not only benefits staff but also

the community it serves, which aligns with the NLRB’s objective of fostering transparency and continuous
improvement.

Refined E-File Business Process

By prioritizing the retrieval of user profile details, the OCIO eliminated system errors caused by inactive
accounts. Thisimprovement minimizes disruptions, increases productivity, and promotes accountability,
aligning with the NLRB’s objective of optimizing internal processes.

E-Filing User Experience Improvements

To furtherenhance user experience, the NLRBremoved an outdated business rule that restricted E-Filers’
contacts from appearing in the NxGen Contact Screen. Supported by stakeholders, this change has
ensuredthat all contacts, including those of E-Filers, are now visible in the Contactslist. By improving
accessibility, the NLRB enabled users to easily access necessary contact information, demonstrating the
NLRB’s commitment to improving system functionality and reinforcing the organization’s commitment to
effective case management system and informed decision-making.

NxGen-DocuSign App Implementation

Implementing the NxGen-DocuSign App streamlined the signature capture process, significantly boosting
productivity and efficiency. This initiative aligns with the NLRB’s strategic goal of enhancing operational
effectiveness, allowing staff to focus on strategic initiatives. The app streamlined the signature capture
process for effortless digital signatures from bothinternal and external parties.

OMB Memorandum M-23-22 Advancements

The Office of Management and Budget (OMB) Memorandum M-23-22, Delivering a Digital-First Public
Experience, aims to make it easierto access the information and services that the federal government
provides to the public. The following technological advances and memorandum actions were implemented
in alignment with the Agency’s goals.

B Identified and assessed using web traffic data to determine relative public engagement and help inform
how the Agency and OMB prioritize digital experience improvements.

B Identified the Agency top content and common questions based onweb analytics and customer
feedback.

B Developedanddelivered alist of top tasks that can be newly designed or further optimized as self-
service digital options.

Improve Public Awareness of Agency Mission and Activities

The NLRB worked toincrease the number of users who access the English and non-Englishlanguage
digitalresources, including our public website by redesigning the “Content in Other Languages” section
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and adding 16 different languagesin an effort to promote awareness of the Agency’s mission. The type of
content added explains the purpose of the Agency, who we are and what the Agency does withrespect to
elections, rights, and charges. The established standards for assertingjurisdiction are described in detail
which explain employees, employers and unionrights.

Streamlined Solr Platform Integration

The NLRB consolidated three separate Solr platforms - Cloud iSearch/Priv Solr, Cloud Pub Solr, and
Standalone Pub Solr - into a single Cloud Pub Solr solution. Thisintegration eliminatesreliance on the
Datalmport Handler and introduces advanced indexing services through EventHub and direct database
queries. This unified Solrinstance significantly enhances supportability and maintainability while reducing
operational costs. By utilizing the enterprise data warehouse database, it minimizes the load on the Siebel
database, increasing productivity and improving efficiency across Mission systems. This initiative reflects
the NLRB’s commitment to delivering streamlined solutions that drive value. The new integrated Solr
instance now utilizes the enterprise data warehouse database, aligning with the NLRB’s strategic goal of
enhancing operational efficiency and reducing costs. This unification also improves the public’s search
experience by providing more accurate and faster searchresults, directly benefiting users who interact with
the NLRB services.

Azure and Office 365 Resource Management

The NLRB optimized resource management by transitioning from Azure Media Services to SharePoint
Streams, ensuring efficient resource use and service continuity. With the June 2024 retirement of Azure
Media Services, the NLRB migrated its media files to SharePoint Streams. This transitionis essential for the
E-File/MAP system’sreliance on Azure for media storage and viewing, guaranteeing uninterrupted service.
This migration enhances operational efficiency and aligns with the NLRB'’s strategic goals of improving
resource management and overall operational effectiveness.

The NLRB achieved significant enhancements in operational productivity and efficiency through effective
Azure resource management and cost-savinginitiatives. By streamlining server organization, itremoved
unallocated disks from Production, Test, and Development environments, including database servers.

The NLRB decommissioned the majority of our Windows 2016 Servers and started the upgrade process
fromWindows Server 2019 to Windows Server 2022. Additionally, the NLRB revamped database backup
strategies, transitioning from full daily backups to weekly full backups, supplemented by daily differential
backups and hourly transactional log backups. This optimization also included reducing the number of
backup drives on Production servers, resulting in an estimated savings of $10,000 from December 2023 to
September2024.

Inline with the NLRB's strategic goals, the Secure Cloud Business Applications (SCuBA) automated
assessment toolhas beenimplemented. Provided at no cost by the Continuous Diagnostic Monitoring
(CDM) Program, SCuBA significantly enhances our ability to secure and standardize the NLRB’s cloud
business application environments, thereby safeguarding federal information stored in those environments.

These changes not only reduced our Azure infrastructure costs but alsoincreased both are security posture
and efficiency because they added new security features that allowed us to automate many tasks that
could not be automated before these changes were made.
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Federal Information Security Management Act of 2002

The standard method to measure the effectiveness of this strategic goalis to conduct an annual
independent evaluation by each agencies OIG, or anindependent external auditor to determine the
effectiveness of the information security program and practices of its respective agency.

INFY 2024, inthe annual Federal Information Security Management Act of 2002 (FISMA) audit conducted by

the OIG, the NLRB maintained an effective maturity level, with an overall maturity assessment of Optimized.
Thisincluded four of the five security functions at the Optimized level and one function at the Managed and
Measurablelevel. The successfulimplementation of the NLRB’s security program and the safeguarding of ourIT
resources help toinstill public trustin our mission’s effectiveness.

Redesighed Wide Area Network

The OCIO initiated anew RFP toreplace our existing wide area network with a new network design that
willincrease the efficiency, reliability, and security of ourinfrastructure while reducing the annual costs by
approximately 18.0 percent. The new network design will also meet the following OMB mandates to include
Zero Trust Architecture and Trusted Internet Connections 3.0 requirements. Itincreases the efficiency of the
network by dynamic routing and increases the reliability by utilizing redundant and dynamic paths.

Streamlined Document Scanning Process

The NLRB upgradedits document scanning functionality by migrating to anisolated systemand
implementing Functions V4. This strategic enhancementimproved performance and significantly increased
overall operational productivity. Transitioning from .NET Framework 4.8 and Functions V1to a more
advanced setup has positioned the Mission systems to operate with greater efficiency and effectiveness.
Thisinitiative sets albenchmark for future innovations, reinforcing the NLRB’s commitment to enhanced
scanning capabilities.

NxGen Template Management

The NLRB implemented Indy, an advanced templating system that enhances document management.
Thisinnovative Word add-in leverages Microsoft Word’s features to boost productivity and efficiency.
By streamlining the template creation process, Indy accelerates document generation, allowing

the Operations team to concentrate on core responsibilities. The transition to Indy also enabled the
retirement of xPression, improving workflow and resource allocation. This achievement underscores the
NLRB’s commitment toinnovation and excellence, reflecting its dedication to modernizing technology
infrastructure and enhancing operational efficiency.

Software Technology Upgrades

The NLRB upgraded its key systems, including Java and Angular, across applications such as the Judicial
Case Management System, Imaging Dashboard, CiteNet, and the Self-Service Portal. These significant
enhancements alsoinclude improvements to the Oracle Analytics Server, Managed Engine, Tomcat for
Documentum Servers, Cosmos DB SDK, and the .NET framework. These upgrades have markedly improved
the efficiency and functionality of Mission systems, aligning with the NLRB's objective of streamlining
processes and enhancing service delivery. By modernizingits technologicalinfrastructure, the NLRB
reduced downtime and improved system responsiveness, allowing staff to complete tasks more quickly
and effectively. This transformation created a smootheruser experience forboth employees and external
stakeholders. Overall, these enhancements significantly increased operational productivity, enabling the
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NLRB to fulfillits mission while maintaining a high standard of service. This achievementreflectsthe NLRB's
commitment to leveraging technology to optimize operations and enhance value.

The NLRB implemented a mobile Endpoint Detections and Response (EDR) solution for the Agency’s iPhones,
significantly enhancing our mobile security posture. This defensive tool addresses growing concerns around
SMS phishing, risky applications and mobile vulnerabilities. Acquired through the CDM Program, this solution
allows the NLRB to alert users of potential risks, safeguarding the Agency’s mobile devices. It provides
proactive protection against malicious links, identity protection and continuous active security at no cost to
the Agency.

Achievements in Operational Productivity and Efficiency

Pending Court Remands

The implementation of the Pending Court Remands report significantly improved operational productivity by
streamlining the tracking of Cases on Remand to the Board. This comprehensive tool consolidates all Actions
categorized as “Court Remand,” highlighting open cases with upcoming briefing deadlines and providing
directlinks to the ES Court Remand letters. Furthermore, itindicates whetherthe Division of Advice or Regional
offices willmanage each case, enabling team members to prioritize workloads effectively. Thisincreased
visibility ensures timely responses to the Board’s requests, driving productivity and reinforcing the NLRB'’s
commitment to efficient Case Management.

Significant Memoranda Appeal

The launch of the Office of Appeals Significant Memoranda Appeal report marks a significant
advancementin operational productivity within the Office of Appeals. This detailed summary compiles
Significant Minutes from specified fiscal years, outlining each General Counsel (GC) Minute alongside

its corresponding decisions. By including hyperlinks to the original GC Minutes, the report allows for
immediate access to essential documents, facilitating in-depth analysis. By focusing on significant cases
based on thoroughrecommendations, staff can prioritize impactful cases effectively. This targeted
approach streamlines access to critical information, improving decision-making processes and response
times, thereby demonstrating NLRB’s commitment to operational excellence.

Administrative Law Judges Workload

Enhancing the Administrative Law Judge (ALJ) Workload Report represents a major milestone in
safeguarding sensitive data while streamlining workflows. With advanced data security protocolsin place,
each ALJcanaccessonly theinformation related to theirassigned cases, allowing them to concentrate on
relevant workloads. Thisredesignhasledto quicker caseresolutions and improved overall productivity,
exemplifying the NLRB’s commitment to leveraging technology for better public service and reinforcing
trustin NLRB’s administrative processes.

Improving Ad-hoc Reporting Features

Theintroduction of enhanced Ad Hoc reporting features has been transformative, significantly boosting
operational productivity. By developing streamlined methodologies forexamining and organizing
fieldwork, the NLRB optimized case processes and improved regional performance. Thesereports
centralize data from all Regionsinto a single, accessible repository, enabling comprehensive analysis and
real-timeinsights. Akeyimpact of thesereportsis theirrolein assessing Deferral case handling, allowing
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leadership toimplementinterim assistance measures and effectively address backlogs. By identifying
critical cases needingimmediate attention, the Ad Hoc reports have revolutionized field case management
practices, fostering a culture of responsiveness. Overall, these enhancements have improved situational
awareness at bothregional and agency-wide levels, leading to more efficient resource managementand a
swift response to emerging challenges.

Transition to a Reliable Architecture; Funding and Project Development

In abid to overcome the challenges posed by its aging Case Management System, NxGen, the NLRB
recognized the urgent need for modernization. The 17-year-old system had become a burden, plagued
by outdated software and poorintegration, leading to frequent outages during routine updates. These
disruptions resultedin thousands of hours of lost productivity, as staff struggled to access essential
documents for processing cases. Additionally, NxGen’s limitationsincreased the Agency’s vulnerability to
cybersecurity threats, making modernization a pressing priority.

To tackle these pressingissues, the NLRB sought assistance from the TMF to secure funding for a
comprehensive overhaul. The Agency’s goalwas toreplace its legacy system with a morereliable and
adaptable architecture. Toidentify the best path forward, the NLRB conducted a Request for Information
(RFlyandinvested $2.9 millionin a proof of concept that would outline the future system architecture and
pinpoint optimal technology solutions.

Following a proposal to the TMF, the NLRB secured $23.0 million to support development, software
acquisition, and payroll for the OCIO staff involvedin the project. Aninitialinvestment of $7.8 million has
been allocated for the first phase, with additional funding contingent on meeting specific performance
metrics, marking a significant step toward a more efficient and secure operational framework. This
transformative effortrepresents a pivotal step in ensuring the NLRB can effectively serve its missionin a
modern, secure, and efficient manner.

Implementation of Westlaw for Legal Research
Strategic Goal Alignment: Effectively managing budgetary and other resources.

The Agency implemented Westlaw as the Agency’s primary Computer Assisted Legal Research (CALR)
platform, resulting inimprovementinresearch, knowledge contentin support of case management and
mission support needs. Additional servicesincluded:

B Deployed Drafting Assistant, a Microsoft Word based plug-in to assist with cite checking and review of
legal briefs, pleadings, and other documents.

B Migrated Agency retrieval of court dockets and filings away from U.S. Court PACER system to Westlaw’s
DOCKETS product, resultingin cost savings and betterinformation security using network verification
and user single sign-on authentication.

B Conductedanintensive program of training and publicity to increase user awareness of the new resource
and ensure familiarity and facility with Westlaw’s suite of research tools.

Implementation of 508 Compliance Program
Strategic Goal Alignment: Comply with Federal Accessibility Mandates and Executive Office Direction

B Onboarded 508 Subject Matter Expert and launched programto bring the Agency into compliance with
all Section 508 Mandates.
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B Launchedtraining program for content providers to streamline the provision of materialsina 508
compliant manner.

B Built 508 remediation process, including intake and workflow protocols, and communicated awareness
of the process to content providers.

» Submitted and successfully remediated 443 documents for Section 508 compliance on the public
website.

B Conductedthe annual 508 compliance audit and submitted results to GSA.
B Procured Accessibility Insights for Windows and J.A.W.S screenreader software to conduct 508 testing.

B Testedover170 pdfsforvarious departments within the Agency.

Process Automation Advancements

The development of the following systems is inline with the NLRB'’s goal of greater organizational excellence
and productivity. The system improvements increase productivity, streamline legacy processes, and
provide actionable reporting to senior leadership.

B Designed, developed, andlaunched several Agency systems to improve productivity and streamline
legacy processes.

» TheHumanResources Performance Management teamis dedicated to providing supervisors and
managers with tools that willencourage growth in achieving key operating components, such as
planning work, setting employee expectations, monitoring performance, creating measurable critical
elements, assessing performance standards, rating performance, and rewarding good performers.
To assist in eliminating the volume of emails through an Agency data call, supervisors and managers
canmanage Performance Ratings of Records (RORs) and Awards for Bargaining Unit and Non-
Bargaining Unit employees in a system designed to efficiently collect and track RORs and awards
which streamlines the collection process and enhances the accuracy of the data.

» Inaccordance with Federal Acquisition Regulation1.604, Points of Contact (POCs)and Contracting
Officer Representatives (CORs) shall maintain a file for each assigned contract. To assist POCs/
CORsinmaintaining their contract files, a new system was deployed to store and maintain POC/
CORfilesinacentralizedrepository. The POC/CORs use prepared templates to ensure all necessary
documentationisincludedinthe files.

» TheNLRB 4197 Out-Processing Checklist form helps the Agency ensure that exiting employees,
contractors, interns, and volunteers have been properly off-boarded mitigating security and legal
risks and protecting the Agency from compliance-relatedissues. Usage of the Out-Processing
Checklist form ensures the return of PIV cards, government credit cards, and government furnished
equipment. This checklistis also used to verify the return of reference materials, the Agency’s cell
phones and the Agency’s files to the OCIO. This form assists the Agency by ensuring that exiting
employeesreceive a post-employment package. Automating each step of this process not only
ensures proper employee exiting, but has streamlined the process, increased efficiencies, reduced
inaccuracies and improved security.
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Improved Internal and Public Facing Customer Support and Outreach Services
Strategic Goal Alignment: Ensure public awareness of and equitable access to the Agency’s services.

B Established a public facing Service Desk accessible onthe Agency’s website that provides support
forexternal users of the E-Filing System. The operational support systems, Service Now, Outlook, and
Microsoft Teams provides a multi-contact channel solution fornon-agency users to reach the Service
Desk and have their support requestsrecorded, tracked, and resolved as quickly as possible. The
Service Desk provides direct technical support for the E-Filing system and resolves support requests
onfirst call as frequently as possible to support timely, inclusive, and accurate case development,
management, and adjudication information.

B Service demandvolume andresolution performance level charts and metrics dashboards were
developed using Microsoft PowerBl to support service monitoring and leadership reporting of both
internal and public support service results. Leveraging this technology enables visibility that facilitates
operational performance analysis that identify service improvement opportunities and solutions. It also
informs data-driven service delivery process and resolution automation development decisions that
support the Agency’s reputation and mission objectives as they are further sustained and protected with
timely and accurate provisioning and restoration of the Agency’s user computing capabilities.

B The success of the support provided by the E-Filing Service Desk has resulted in fulfilling the following
federalrequirements for customer experience:

» Executive Order14058 on Transforming Federal Customer Experience and Service Delivery to Rebuild
Trustin Government. The term “customer experience” (“CX”) means the public’s perceptions of, and
overall satisfaction with, interactions with an agency, product, or service.

» OMB Circular A-11, Preparation, Submission, and Execution of the Budget (Section 280) defines
“Customer Experience” as a combination of factors that result from touchpoints between an
individual, business, or organization and the Federal Government over the duration of aninteraction
andrelationship.

» PMAPriority 2 Opportunity Statement “The Federal Government must deliver a simple, seamless, and
secure customer experience, on par with ormore effective thanleading consumer experiences

B Public customer experience survey satisfactionratings have consistently excelled above established
targets and align with leading industry performance standards for telephone call and email answer
speed, andresolution timeliness and accuracy resulting in timely case filings and related agency follow
up activities.

Establish User Self-Service Service Capabilities

B Designedandimplemented the OCIO Customer Service Portal that provides 24-hour access for
users to submit support requests to the Service Desk. The portal expanded service intake channels
andincreased support service availability which continually contributes to timely support service for
staff involvedinlaborrelations cases and other essential Agency operations. The deployment of this
web-based tool continuously contributes to building a more IT skilled and autonomous workforce and
enhances employee satisfaction and productivity.



NLRB

B Completedthe acquisition and onboarding of a contract to design andimplement a self-service Chat
utility forthe Agency’s users which will also contribute to increasing user ability to continue computing
productivity with more expedient access to frequently requested support services that enable their
ability to self-solve, locate needed information, utilize available technology more efficiently.

B Updatedand created new knowledge articles to enable self-help capabilities within the portal. The
user-friendly self-service information makes it easier foremployees to seek and obtain assistance and to
accessinformation at any time to overcome system connectivity needs, errors, and challenges, answer
frequently asked questions, and to self-solve computing device and software application usage inquiries.
This has helped toreduce service andrelated productivity delays forcommon user support needs.

B Implementedrevised supportrequest ticket category structure to align with current service demand,
available technology, new support services, and computing resources. The category restructuring
helpedto more accurately record service needs and to streamline service escalation and ticket
resolution paths formore timely and efficient user support.

B Therestructuring alsoresultedin the development and advancement of real-time dashboards in PowerBI
that provide service intake and delivery volume, categoric, and collective and individual Service Desk
Agent performance metrics and service level requirement measuring and monitoring. The Dashboards
also enabled the ability to identify both organizational performance levels and process improvement
opportunities from various business facing vantage points that support data-driven service delivery
directionandinnovation.

Support and Promote DEIA Program Goals and Objectives

B Developedand deployed aninformal name change service request capability. Accessto the support
request resource was enabled on the OCIO Customer Service Portal and a digital training video was built
and provided to the Agency’s users to support their ability to successfully request the service. This new
service leveraged digital training that meets 508 compliance requirements which served to support the
Agency’s DEIA workforce goals, policies, and initiatives

B Actively participatedin the Agency’s Melwood program in partnership with the Human Resources
Division the whichresulted in the recruitment of neuro, gender, and ethnically diverse volunteer workers
withboth education and experience in Information Technology. Three Melwood volunteers were
interviewed and selected, and each have made significant contributions to Service Desk performance
success, operational progress, and the Agency’s user satisfaction. Participationinthe program has also
contributed to theirindividual career advancement, technical skills set, knowledge, and professional
development.

Expand IT Support Service and Delivery Automation

The technology advancements enable efficient IT resource management and reduces manual application
of the operational maintenance requirement, minimizes the occurrence of security vulnerabilities, and
contributes tolong-term cost savings.

B Migrated endpoint management technology from on-premises Microsoft SCCM to Intune which serves
to more efficiently sustain computing device security posture, conduct application installations, and
deploy workstation patches.
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B Automated the workstationimaging process by implementing Windows Autopilot and retiring the use
of Microsoft Desktop Managerresulting in fasterand reduced Service Desk manual involvementin the
laptop imaging procedure.

B Deployedthe Lenovo Commercial Vantage tool on alllaptops to automate peripheral device, i.e.
monitor, speaker, camera, and otherintegrated resource driverinstallations and updates as they become
available.

B Upgradedthe Agency’siPhonesleveraging arobust cost reduction programto sustain agency network
access, communications, mobility, and security posture for eligible agency users.

B Awardedanew IT Service Management contract with built in staff reduction schedule to realize labor
cost savings that aligns with Chat and Portal self-service resource development and deployment plans
whichwill continually reduce Tier 1 Service Desk labor costs and increase the Agency’s user self-support
resource availability and capabilities.

Public Information Program

The Agency’s Public Information Program is one of the critical services provided to the American public,
including employers, unions, and employees. Under this program, in addition to the services provided by
the OCPAinHeadquarters, Board agentsin the Field Offices provide information directly to individuals or
entities that contact the Agency seeking assistance. InFY 2024, the Agency’s Regional Officesreceived
34,681 public inquiries regarding workplace issues. Inresponding to these inquiries, Board agents spent
aconsiderable amount of time explaining the rights and responsibilities under the Act and of other
government agencies, accepting charges, orreferring parties to other federal or state agencies. Of the
24,587 Charges and Petitions filed, 20,355, were filed electronically (via E-filing wizard and onsite fillable
forms), and 4,252 were filed by mail, facsimile orin-person. The public may also contact the Agency
through a toll-free telephone service (844-762-6572) designed to provide easy and cost-free access
toinformation. Callers to this number will hear messages recorded in English and Spanish languages that
provide a general description of the Agency’s mission, contact information for other government agencies,
and contactinformation for the Regional Offices in closest geographic proximity. Board staff also monitor
an email account for general publicinquiries.

Public outreachis encouraged and has been embraced at all levels of the Agency. Over the past few years,
Board Members, the General Counsel, Regional Directors, OCPA staff, and Board agents participatedin
numerous speaking engagements at events sponsored by law schools, bar associations, chambers of
commerce, worker advocacy groups, and various other employer, union, and human resources professional
groups to educate them on the NLRA and the role of the NLRB inimpartially enforcing the Act. The Agency’s
leadership spoke with a variety of media outlets about the NLRB’s congressional mandate and therights
andresponsibilities under the Act. Additionally, the Director of OCPA corresponded with hundreds of
reporters, explaining the NLRB’s processes. Further, Regional Offices publish newsletters and participate
intelevised orradio public talk shows. The Agency has also been active on X (formerly known as Twitter),
Facebook, Bluesky, Threads, and Instagram accounts.
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As part of the Agency’s outreach to communities with limited English proficiency, in addition to the bilingual
toll-free telephone service forinquiries, the NLRB employs Language Specialists and contracts with service
providers to provide interpretation and translation servicesin various languages to assist Field Office
casehandling. The public website contains Agency publications about the NLRA and processes, which are
translated into Spanish, Arabic, Chinese, French, Haitian Creole, Hindi, Hmong, Korean, Polish, Portuguese,
Punjabi, Russian, Somali, Tagalog, Urdu, and Vietnamese. The number of electronic document templates
available in Spanish continues toincrease and the database of translated representation case notices

and ballotsincludes 31languages. Finally, the Agency collaborates with consulates from Central American
countries to educate business owners and theiremployees about rights and obligations under the NLRA and
with other federal agencies in conducting listening sessions among the Asian American and Pacific Islander
community. These sessions educate them about the rights of workers, listen to their concerns regarding
treatment at their workplaces, and help resolve any confusion about the Agency’s processes.

Also of noteis the Agency’s effort to increase interagency law enforcement efforts. Specifically, the Agency
has shared information and partnered with, among others, the DOJ’s Antitrust Division, the FTC, CFPB,

DOL’s Wage and Hour Division, DOL’s Office of Labor-Management Standards, the Equal Employment
Opportunity Commission (EEOC), FMCS, and the New York State Office of the Attorney General, thereby
maximizing governmental resources.
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NLRB Management’s Discussion And Analysis

The National Labor Relations Act

B Isthe basiclaw governingrelations between workers, labor unions, and business enterprises engagingin
interstate commerce in the private sector.

B Servesthe publicinterest by reducinginterruptionsin commerce caused by conflict between employers
and employees.

B Embodies abill of rights for workers, which establishes freedom of association for purposes of collective
bargaining and concerted activities toimprove terms and conditions in the workplace.

B Addressestherights of employees and obligations of labor unions and private employers.

The National Labor Relations Board

The NLRBis anindependent federal agency created in 1935 to administer and enforce the NLRA by ensuring
that workers can freely express their wishes regarding union representation; and by protecting workers’
fundamentalright to act together for their mutual aid or protection.

The NLRB acts only onthose charges brought before it and does not initiate cases. All proceedings
originate with the filing of charges or petitions by employees, labor unions, private employers, or other
private parties.

Inits 89-year history, the NLRB has counted millions of votes, investigated hundreds of thousands of
charges, andissued thousands of decisions. These numbers tell animportant part of the Agency’s story.
Specific data on the following components of the Agency’s work can be found onthe NLRB’s web site at:

Charges and Complaints - Data related to the investigation and prosecution of ULPs received by Regional
Offices and their disposition over time, including withdrawals, dismissals, complaints, and settlements.

Petitions and Elections - Data related to petitions for representation, decertification, unitamendment and
clarification, and rescission of union security agreements received by Regional Offices, elections held, and
outcomes.

Decisions - Datarelated to decisions by the Board and NLRB ALJs.

Federal Litigation - Datarelated tolitigation by Board attorneys before ALJs, the Board, and in federal
court, including petitions for temporary injunctions, defending Board decisions in court, and pursuing
enforcement, contempt and compliance actions.
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MISSION STATEMENT

Vigorously advance the policies of the NLRA to promote collective bargaining by ensuring that workers can
freely express their wishes regarding union representation and protecting workers’ fundamental right to act
together for their mutual aid or protection.

Employee Rights Under The NLRA

The NLRA extends rights to many private-sectoremployees, including the right to organize and to bargain
collectively with theiremployer. Employees covered by the Act are protected from certain types of
employer and union misconduct and have the right to support unionrepresentationin a workplace where
none currently exists or to attempt to improve theirwages and working conditions through other group
action.

Underthe NLRA, employees have theright to:

B Form, orattempt toform, aunionamong the employees of anemployer.
B Joinaunionwhetherthe unionisrecognized by the employerornot.

B Assistaunioninorganizing employees.
|

Engagein protected concerted activity. Generally, “protected concerted activity” are activities that
seek toimprove working conditions.

B Refusetodoany orall of these things. However, the union and employer, in a state where such
agreements are permitted, may enterinto a lawful union-security clause requiring employees to pay
basic union dues and fees for core representational activities.

The NLRA forbids employers frominterfering with, restraining, or coercing employeesin the exercise of
rightsrelating to organizing, forming, joining or assisting a labor organization for collective bargaining
purposes, engaging in protected concerted activities, orrefraining from these activities. Similarly, unions
may not restrain or coerce employeesin the exercise of these rights.

Statutory Structure

Agency Leadership consists of six presidential appointees—five Board Members (including the Chairman)
and the General Counsel. Day-to-day management of the Agency is divided by law, delegation, and
Agency practice between the Chairman, the Board, and the General Counsel. The Agency’s offices
include its Headquarters in Washington, D.C., a network of Field Offices throughout the U.S., and two
Judges’ offices, one in Washington, D.C., and anotherin San Francisco, CA. The NLRA assigns separate and
independent responsibilities to the Board and the General Counsel. The General Counsel’sroleis chiefly
prosecutorialand the Board’s is adjudicative. A map depicting the Regional Offices can be found at:

The Five-Member Board

The five-member Board primarily acts as a quasi-judicial body, deciding cases based on formalrecordsin
administrative proceedings. Board Members are appointed by the President with the advice and consent
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of the Senate and serve staggered five-year terms.! The President designates one of the Board Members as
Chairman. Board Member Lauren McFerran was designated as Chairman on January 20, 2021.

The General Counsel

Congress created the position of General Counselinits current formin the Taft-Hartley Act of 1947.

The General Counselis appointed by the President to a four-year term, with Senate consent, andis
responsible for the investigation and prosecution of ULP cases and for the general supervision of the

NLRB Regional Offices, and pursuant to a delegation by the Board, the administrative, financial, and human
capital operations of the Agency. Inperforming delegated functions, and in some aspects statutorily
assigned functions, the General Counsel acts on behalf of the Board. Withrespectto the investigation

and prosecution of ULP cases, the General Counsel has sole prosecutorial authority under the statute,
independent of the Board. Jennifer A. Abruzzo was nominated by the President to serve as General Counsel,
and was confirmed by the Senate on July 21,2021, and sworninon July 22, 2021.

Below is information about the terms of the current Presidential appointees of the NLRB.

Appointee Term Expires
THE BOARD

Lauren McFerran 8/10/2020 (as Board Member) 12/16/2024
Chairman of the Board 1/20/2021(designated as Chairman)

Marvin E. Kaplan 8/10/2017 8/27/2025
Board Member

David M. Prouty 9/22/2021 8/27/2026
Board Member

Gwynne A. Wilcox 9/11/2023 8/27/2028

Board Member
THE GENERAL COUNSEL

Jennifer A. Abruzzo 7/22/2021 7/21/2025
General Counsel

'Even though Board Members have five-year terms, a new five-year term begins running immediately upon the expiration of the
previous Member's term and the seat remains vacant until anindividual is nominated and confirmed by the Senate. Therefore, alapse
of time can occur between when aterm expires and a new Board Memberis confirmed, which means that a new Board Member would
serve only the remaining portion of the five-year term to which they were appointed.



Management’s Discussion And Analysis FY 2024

ORGANIZATION

BOARD

Lauren McFerran - Chairman
Marvin E. Kaplan - Board Member
David M. Prouty - Board Member

Gwynne A. Wilcox - Board Member

OFFICE OF THE GENERAL COUNSEL

Jennifer A. Abruzzo - General Counsel
Peter Sung Ohr - Deputy General Counsel
Jessica Rutter - Associate General Counsel

OFFICE OF THE
EXECUTIVE SECRETARY

Roxanne L. Rothschild
Executive Secretary

OFFICE OF THE SOLICITOR

FredB. Jacob
Solicitor

OFFICE OF REPRESENTATION
APPEALS

Terence G. Schoone-Jongen
Director

DIVISION OF JUDGES

Robert A. Giannasi
Chief Judge

OFFICE OF CONGRESSIONAL
AND PUBLIC AFFAIRS

Kayla Blado
Director

OFFICE OF THE
INSPECTOR GENERAL

Ruth Blevins
Inspector General

OFFICE OF EQUAL
EMPLOYMENT
OPPORTUNITY

Maria Kaplan
Director

DIVISION OF ADMINISTRATION

Lasharn Hamilton
Director

ETHICS OFFICE

Monica Garcia
Associate General Counsel

OFFICE OF THE CHIEF
FINANCIAL OFFICER

IsabelMcConnell
Chief Financial Officer

OFFICE OF THE CHIEF
INFORMATION OFFICER

Prem Aburvasamy
Chief Information Officer

SPECIAL COUNSEL AND LABOR
RELATIONS OFFICE

Polly Misra
Assistant General Counsel

DIVISION OF OPERATIONS -
MANAGEMENT

JoanA. Sullivan
Associate
General Counsel

REGIONAL OFFICES

DIVISION OF
ENFORCEMENT LITIGATION

Appellate and Supreme Court
Litigation Branch
Ruth E. Burdick
Deputy Associate General Counsel

Office of Appeals
Elicia Watts
Director

DIVISION OF ADVICE

Richard Bock
Associate General Counsel

DIVISION OF
LEGAL COUNSEL

Nancy Platt
Associate
General Counsel
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The NLRB strives to create a positive labor-management environment for the Nation’s employees, unions,
and employers by assuring employees free choice regarding union representation and by preventing and
remedying statutorily defined ULPs. The NLRB maintains a public-focused and results-oriented philosophy
to best serve the needs of the American people.

The primary function of the NLRB is the effective and efficient resolution of charges and petitions filed under
the NLRA by individuals, employers, orunions. In carrying out the NLRA's mandates, the NLRB supports the
collective bargaining process and seeks to prevent and remedy certain ULPs on the part of employers and
unions so as to effectuate employees’ rights under the NLRA and promote commerce and strengthen the
Nation’s economy.

The three mission-related goals of the NLRB are:

B Ensure effective enforcement of the NLRA through timely and quality consideration and resolution of
unfairlabor practices with appropriate remedies.

B Protectemployee free choice with timely and effective mechanisms to resolve questions concerning
representation.

B Improve Public Awareness of Agency Mission and Activities.

Unfair Labor Practice Proceedings

The NLRAregulates the conduct of labor-management relations between employers and unions. The NLRB
enforces the provisions of the Act through ULP proceedings, which are adjudicated and remedied through
procedures under the NLRA.

The General Counsel has sole responsibility—independent of the Board—to investigate charges of
ULPs, and to decide whethertoissue complaints with respect to such charges. The Board, inturn, acts
independently of the General Counselin deciding the merits of ULP cases.

The General Counselinvestigates ULP charges through the Agency’s network of Regional, Subregional, and
Resident Offices (collectively known as Field Offices). If thereisreason to believe that a ULP charge has
merit, the Regional Director, on behalf of the General Counsel, issues and prosecutes a complaint against
the charged party, unless a settlementisreached. With some exceptions, a complaint thatis not settled
orwithdrawn is tried before an ALJ, who issues a decision. The decision may be appealed by any party to

the Board through the filing of exceptions. The Board decides cases on the basis of the formal record,
accordingto the Act and the body of case law that has been developed by the Board and the federal courts.

If the Board finds that a violation of the Act has been committed, the role of the General Counsel thereafter
is to act on behalf of the Board to obtain compliance with the Board’'s order remedying the violation.
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Although Board decisions and ordersin ULP cases are final and binding with respect to the General Counsel,
they are not self-enforcing. The statute provides that any party may seek review of the Board’s decision
inaU.S. Court of Appeals. Inaddition, if a party refuses to comply with a Board decision, the Board must
petition for court enforcement of its order. In court proceedings to review or enforce Board decisions,

the General Counselrepresents the Board and acts asits attorney. Also, the General Counsel acts as the
Board’s attorney in contempt proceedings and when the Board seeks temporary injunctive relief under
Sections 10(e) and (f) of the NLRA after the entry of a Board order and pending enforcement or review of
proceedingsin circuit court.

Section10(j) of the NLRA empowers the Agency to petition a federal district court for aninjunction to
temporarily prevent ULPs by employers orunions and to restore the status quo, pending full review

of the case by the Board. Inenacting this provision, Congress was concerned that delays inherentin

the administrative processing of ULP charges, in certaininstances, would frustrate the Act’s remedial
objectives. Determining whether the use of Section 10(j) is appropriate in a particular case is dependent on
preserving the Board'’s ability to effectively remedy the alleged ULP and ensuring the alleged violator would
not otherwise reap the benefits of its violation.

Underthe NLRB procedures, after deciding toissue a ULP complaint, the General Counsel may request
authorization from the Board to seek injunctive relief. The Board votes onthe General Counsel’s request
and, if a majority votes to authorize injunctive proceedings, the General Counsel, through the Regional staff,
files forinjunctive relief with an appropriate federal district court. In addition, under Section 10(l) of the Act,
when a Region’sinvestigation of a charge yields reasonable cause to believe that a union has committed
certain specified ULPs, such as awork stoppage or picketing with an unlawful secondary objective, the
Regional Directorisrequired, on behalf of the Board, to seek an injunction from a federal district court to halt
the alleged unlawful activity.

Representation Proceedings

In contrast to ULP proceedings, representation proceedings conducted pursuant to the Act are not
adversarial.? Representation cases areinitiated by the filing of a petition—by an employee, a group of
employees, alabor organization acting on their behalf, orin some cases by an employer. Typically, the
petitionerrequests an election to determine whether a union has the support of a majority of the employees
inan appropriate bargaining unit and therefore should be certified or decertified as the employees’
bargaining representative. The role of the Agencyinsuch casesis to investigate the petitionand conduct a
secret-ballot election, if appropriate, addressing challenges and objections to the election subsequently,
and thereafter determining whether certification should issue.

Inthe processing of representation cases, the Board and the General Counsel have shared responsibilities.
The Regional Offices, which are under the day-to-day supervision of the General Counsel, process
representation petitions and conduct elections on behalf of the Board based on a delegation of authority
madein1961. As aresult, although the Board holds the authority to determine the rules governing
representation proceedings, the Board and the General Counsel have historically worked togetherin
developing such procedures. The Board also has ultimate authority to determine such matters as the
appropriateness of the bargaining unit and to rule on any challenges and objections to the conduct of an
election. The Regional Directors have been delegated authority to renderinitial decisionsin representation
matters, which are subject to Boardreview.
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Compliance Proceedings

To obtain compliance withthe Board’s orders and settlement agreements, the General Counsel’s staff
must follow up to ensure that the results of the processes discussed above are enforced. The NLRB staff
deals with employees whoserights have been violated to calculate backpay, and works with respondents
regarding notice postings, reinstatement of workers, disciplinary record expungement, withdrawal

of unlawful rules or policies, and bargaining remedies. Since Board orders are not self-enforcing,
noncompliance or disputes on findings may require additional hearings or actions in the courts.

Administrative Functions

Section 3(d) of the Act assigns the General Counsel supervision over all attorneys employed by the Agency,
with the exception of the ALJs, the Solicitor, the Executive Secretary and the attorneys who serve as counsel
to the Board Members. The Board has also delegated to the General Counsel general supervision over the
administrative, financial, and human capital functions of the Agency.

2Unlike ULP hearings where violations of the statute are litigated in an adversarial proceeding, representation case hearings are fact-
finding proceedings regarding questions concerning representation.
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CASEHANDLING HIGHLIGHTS

The NLRB acts only on cases brought before it and does not initiate cases. While charges must be filed with
the Agency to begin aninvestigation, if meritis found to the charge allegations, the Regional Director has
delegated authority from the General Counsel toissue a complaint absent settlement.

All proceedings originate with the filing of charges or petitions by employees, laborunions, or private-
sectoremployers engaged ininterstate commerce. During FY 2024, the public filed 21,300 ULP charges,
containing one or more allegations of unlawful conduct, of which 39.5 percent were found to have merit,
and settled 96.3 percent of meritorious cases. Also, in FY 2024, the NLRB received 3,287 representation
petitions, including 3,184 petitions to conduct secret-ballot elections in which workers in appropriate units
freely decide whether they want unions to represent themin collective bargaining with their employers.
There were 489 RM petitions filed. There were 19 petitions for elections in which workers voted on whether
torescind existing union-security agreements. The NLRB also received nine petitions seeking amendment
and 69 petitions seeking clarification of an existing bargaining unit.

The NLRB is focused on effectuating the dual purposes of the NLRA to ensure employees’ free choice on
unionrepresentation and to prevent and remedy statutorily defined unfairlabor practicesin an efficient
manner that best serves the needs of the American people.

The cases summarized on the following pages highlight some of the Agency’s more notable casehandling
activitiesin furtherance of these purposes.

Board Highlights

The Board Issues Decision Ending Practice of Consent Orders
Metro Health, Inc. d/b/a Hospital Metropolitano Rio Piedras
(12-CA-284984; 373 NLRB No. 89) San Juan, PR, August 22, 2024.

In Metro Health, Inc. d/b/aHospital Metropolitano Rio Piedras, the Board (Chairman McFerran and Members
Prouty and Wilcox; Member Kaplan, dissenting) overruled UPMC (2017) and held that the Board willno longer
accept “consent orders,” where an ALJ resolves an unfairlabor practice case based on terms offered by the
respondent but objected to by both the General Counsel and the charging party.

The Board concluded that the prior practice failed to serve the goals of the National Labor Relations Act
because it did not facilitate a truly mutual resolution of labor disputes. Moreover, the Board explained that
the practice of accepting consent orders contradicts the language of the Board’s Rules and Regulations,
creates administrative difficulties and inefficiencies, and tends to interfere with the prosecutorial authority
of the General Counsel.


https://apps.nlrb.gov/link/document.aspx/09031d4583df8feb
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The Board nevertheless reaffirmed its longstanding support for true settlements between arespondent and
the General Counseland/or a charging party in lieu of finally adjudicating an unfair labor practice case on the
merits, where accepting the settlement would effectuate the policies of the Act.

The Board Rules Employee’s “Black Lives Matter” Action at Home Depot was Protected
Home Depot USA, Inc.
(18-CA-273796; 373 NLRB No. 25)Minneapolis, MN, February 21,2024,

InHome Depot USA, Inc., the Board (Chairman McFerran and Members Prouty and Wilcox; Member Kaplan,
dissenting) held that an employer violated the National Labor Relations Act whenit discharged an employee
forrefusingtoremove the hand-drawn letters “BLM” — the acronym for “Black Lives Matter” — from their
work apron. Several otheremployees at the same store also displayed “BLM” markings on theirwork aprons
atabout the same time.

The Act protects the legal right of employees to engage in “concerted activities” for the purpose of
“mutual aid or protection” — whether or not they are represented by a union. Applying well established
precedent, the Board explained that the employee’s refusal to remove the BLM marking was “concerted”
because it was a “logical outgrowth” of prior concerted employee protests about racial discrimination
inthe workplace and because it was an attempt to bring those group complaints to the attention of the
employer's managers. The employee’s conduct was also “for mutual aid or protection” because the issue
of racial discrimination involved employees’ working conditions. Inthose circumstances, the employer’s
interference with the employee’s protected display of the “BLM” marking was presumptively unlawful
underlongstanding Supreme Court precedent. It thus became the employer’s burden to establish special
circumstances makingits prohibition necessary to maintain production or discipline. On the facts of this
particular case, the Board found that the employer failed to make that showing, and thus violated the Act by
conditioning the employee’s continued employment on removing the “BLM” insignia from their apron.

The Board Orders Extensive Remedies for Employer Unfair Labor Practices
Spike Enterprise, Inc.
(14-CA-281652; 373 NLRB No. 41) Channahon, IL, April 10, 2024,

In Spike Enterprise, Inc., the Board (Members Prouty and Wilcox; Member Kaplan, dissenting in part) held
that, in the week after firstlearning of employees’ unionizing campaign, the employer unlawfully discharged
two employees for their union activity and made threatening and coercive statements to employees. As a
remedy, the Board ordered, pursuantto NLRBv. Gissel Packing Co., 395 U.S. 575 (1969), that the employer
to bargain with the Union as the employees’ collective-bargaining representative, and ordered a broad
cease-and-desist order barring the employer fromviolating the Act “in any othermanner.” In addition, as
part of the remedy, the Board required the employer to: 1) have its owner, president, and CEO sign the notice
to employees attached to the Board’s Order; 2) mail the notice to current and former employees; 3) have
its supervisors and managers attend areading of the notice to its employees; 4) have a hard copy of the
notice distributed to all employees, supervisors, and managers in attendance at the notice reading; 5) sign,
post, mail, distribute, and read aloud an explanation of rights to employees; 6) compensate the unlawfully
discharged employees for any direct or foreseeable pecuniary harmsincurred as a result of their unlawful
discharges; 7) reimburse the Union foreconomic assistance it provided employees who participated
inanunfairlabor practice strike against the employer; and 8) offer the unfair labor practice strikers, on
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theirunconditional offer to return to work, immediate and full reinstatement to their formerjobs or, if such
positions no longer exist, to substantially equivalent positions.

The Board Applies New Framework for Bargaining Orders Based on Union’s Showing of Majority
Support

NP RedRock LLC d/b/a Red Rock Casino Resort Spa
(28-CA-244484, et al.; 373NLRB No. 67) Las Vegas, NV, June 17,2024

In NP Red Rock, the Board (Chairman McFerran and Members Prouty and Wilcox) adopted the ALJs
conclusions that the Respondent violated Section 8(a)(1) by many separate instances of coercive conduct.
Further, the Board affirmed the judge’s conclusions that the Respondent violated Section 8(a)(3) and (1) by
issuing discriminatory disciplines and a discriminatory work assignment to union supporters and by failing to
recallan employee from layoff status because of herunion activity and that it violated Section 8(a)(5) and (1)
by unilaterally cancelling a policy providing servers with compensation for changesin table assignments.

The Board concluded that the Respondent’s refusal to bargain with the Union while engaging in the
unlawful conduct found violated Section 8(a)(5) and (1) and the Board affirmed and adopted the judge’s
recommended remedial affirmative bargaining orderunder NLRB v. Gissel Packing Co., 395 U.S. 575 (1969).
The Board additionally concluded that an affirmative bargaining order was warranted as aremedy for the
Respondent’s unlawful refusal to bargain under the framework set forthin Cemex Construction Materials
Pacific, LLC, 372 NLRB No. 130 (2023).

Rulemaking

The Board Issues Fair Choice-Employee Voice Final Rule

OnJuly 26,2024, the Board (Chairman McFerran and Members Prouty and Wilcox; Member Kaplan,
dissenting) published the Fair Choice-Employee Voice Final Rule (FCEV), restoring three key policies that
provide workers with a fair opportunity to decide whether they want union representationin the workplace,
and a process that respects workers’ choices: the blocking charge policy, voluntary recognition of a union,
and constructionindustry bargaining relationships.

As to blocking charges, the Final Rule reinstated the Board’s pre-2020 practice of allowing a Regional
Directorto delay a union election based onunfairlabor practice charges alleging conduct that, if proven,
would be sufficiently serious to interfere with employee free choice. Indoing so, the Rule reversed the prior
Board’s 2020 rule requiring Regional Directors to proceed with elections notwithstanding the potential taint
of serious misconduct.

Second, the Final Rule restored workers’ and employers’ ability to establish abargaining relationship
through voluntary recognition. Under priorlaw, an employer could choose to voluntarily recognize a union
with majority support and immediately begin negotiating a collective bargaining agreement. The prior
Board’s 2020 rule disrupted that process by requiring the parties to provide a 45-day period for a minority
of workers to demand an election questioning the employer’s choice. The Final Rule also restored the
Board’slongstanding voluntary recognition bar, which gives the parties areasonable period toreach a
contract without a challenge to the union’s previously demonstrated majority status.

Third, the Final Rule grants parity between unionsin the construction industry and unions in otherindustries
withrespect to the benefits of establishing majority status. Because of the transitory nature of workiin
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the constructionindustry, the Act allows construction employers to voluntarily recognize unions that have
notyet demonstrated majority support. Butinthose circumstances the unions do not have the same
protections as unions that have been voluntarily recognized by employersin otherindustries basedon a
showing of majority support. The new rules allow constructionindustry unions to more readily establish
recognition based on majority support and thus claim the same protections as otherunions, providing a
more stable foundation for collective bargaining.

Regional Highlights

The Agency Obtains a Court Order Upholding the Board’s Contract-Bar Rule
Hospital Menonita de Guayama, Inc.

12-CA-214830, et al.

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer,
anundisputed successor, violated Section 8(a)(5) and (1) of the Act in numerous ways.

Afterahearing, an ALJissued a decision finding that the Employer unlawfully refused to bargain with the
Union, refused to provide the Union with relevantinformation, made unilateral changes to terms and
conditions of employment, and withdrew recognition from the Union.

Onreview, the Board found, inagreement with the Judge, that the Employerviolated the Act. Astothe
withdrawal of recognition, the Board rejected the Employer’s argument that the Board should overrule
UGL-UNICCO Service Co., 357 NLRB 801 (2011), which held that a union enjoys anirrebuttable presumption
of majority status for areasonable period of time after successorship, and return to the priorrule of MV
Transportation, 337 NLRB 770 (2002), which instead applied a rebuttable presumption of majority support.

The Employer subsequently filed a petition for review of the Board’s decision and orderin the United States
Court of Appeals forthe District of Columbia. The Appellate and Supreme Court Litigation Branch filed a
cross-applicationforenforcement.

Ina published opinion, the Court held that the Board properly adhered to UGL-UNICCQO, its established
precedent, inreachingits withdrawal-of-recognition findings under the Board’s “successor barrule.” The
Courtheld that,in UGL-UNICCOQO, the Board permissibly changed its policy by acknowledging that it was
overruling existing precedent and by providing a sound explanation forits decision. Therefore, the Court
appliedits “normal deference” toreasoned Board policy choices, and, onthe record evidence, concluded
that the case “fell easily within the compass of the successor barrule.”

The Agency Obtains a Court Order Enforcing Numerous Remedies for Egregious Unlawful
Conduct

Noah’s Ark Processors, LLC (d/b/a WR Reserve)
14-CA-255658

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
failed to bargainin good faith and unilaterally changed working conditions by implementing its final contract
offerwithout reaching avalidimpasse, allin violation of Section 8(a)(5) and (1) of the Act.

Afterahearing, an ALJissued a decision finding the violations as alleged. Onreview, the Board affirmed the
Judge’s findings and conclusions, and ordered numerous remedies to dissipate the chilling effect of the
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Employer’'s repeated and egregious unfair labor practices. Among those, the Board ordered the Employer
toreimburse the Union for bargaining expenses, to reimburse employee negotiators for any lost earnings,
torequire the Employer’'s CEO, or someone elsein his presence, to read aloud and distribute the Board'’s
remedial notice and an explanation of rights in both English and Spanish at all-employee meetings, and to
mail and post for one year the remedial notices and explanation of rights signed by the CEO. Further, the
Board’s orderrequired the Employer to adhere to a bargaining schedule requiring at least 24 hours per
month, for atleast 6 hours per session, and to submit bargaining reports to the Regional Office every 15
days, and to provide a one-year visitation remedy, whereby a Board agent would be permitted to enter the
facility at reasonable times to ensure compliance with the posting and mailing requirements.

After the Employer failed to comply with the Board’s order, the Appellate and Supreme Court Litigation
Branch filed forenforcementin the United States Court of Appeals for the Eighth Circuit. Ina published
opinion, the Court held that substantial evidence supported the Board'’s unfair-labor-practice findings and
enforced the Board’s orderin full.

The Region Successfully Obtained Injunctive Relief that Included a Bargaining Order and the
Reinstatement of Two Unlawfully Laid Off Workers

I.N.S.A., Inc.

O01-CA-290558, 01-CA-290561, 01-CA-290762, 01-CA-292452,1-CA-292453, 01-CA-292458, O1-CA-
296411, 01-CA-300421and O1-RC-288998

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated Section 8(a)(1), (3) and (5) of the Act by, among other things, unlawfully discharging two employees
forunion organizing activity, soliciting grievances and impliedly promised increased benefits and improved
terms and conditions of employment, by selectively and disparately apply work rules more strictly

against employees who formed joined or assisted the union and forrefusing to recognize and bargain
collectively with the Union as the exclusive bargaining representative. Late in the prior fiscal year, the Region
successfully obtained the Agency’s first Cemex bargaining order when the ALJ found that the Employer had
engaged in “serious unfairlabor practices” during the election period and ordered the employer to bargain
with the union.

The Region subsequently sought and obtained injunctive relief under Section 10(j) of the Act alleging

that the Employerunlawfully retaliated against, disciplined, and eventually discharged two employees
afterthe employees had shown majority support for a union and asked for voluntary recognition. After

the Employerengaged in the alleged unlawful conduct, including refusing to recognize the union, the
employeesvoted against unionrepresentation. The United States District Court of Massachusettsissued
aninjunction requiring the Employer to recognize and bargain with the Union and ordered the Employer to
offerreinstatement to two unlawfully terminated employees and hold at least one mandatory meetingin
which the employer orthe Board agent reads the Court’s Injunction Order to employees. The Court further
ordered the Employertorescind all retaliatory discipline against employees for their union activity, expunge
employees’ records, physically post and electronically distribute the Court’s Order to employees, and
cease and desist from unlawful activities. The Court’s Order provides this relief is pending a final decision by
the Board on the underlying administrative complaint.
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The Region Obtained Injunctive Relieve that Required Reinstatement of 10 Employees and
a Bargaining Order and then Secured Settlement Requiring the Employer to Pay Nearly
$450,000 to Employees

Big Green
27-CA-276068

After aninvestigation and a determination of merit, the Regionissued a complaint alleging that Big Green
unlawfully reorganized its operations and laid off all 10 of its program coordinators and program managers
less than three months after they requested that the Employerrecognize the Union as their collective
bargaining representative, and only a few weeks after arepresentation hearing where the Employer claimed
that allemployeesin the proposed unit were exempt from the NLRA's protection as either supervisors or
managers. The complaint also alleged otherunlawful actions, including threats of retaliation, interrogation,
enforcement of overly broad or unlawful policies, and disciplines inretaliation foremployees’ protected
concerted activity and Union activity.

The ALJissued a decision finding that the Employerhad engaged in unfairlabor practices. The United States
District Court for the Eastern District of Coloradoissued aninjunction requiring the Employer to recognize
and bargain with the Union and reinstate the 10 unlawfully terminated employees while the underlying
complaintislitigated. The Region obtained a settlement agreement requiring the Employer to make whole
the 10 unlawfully terminated employees and pay them $449,999 in backpay, benefits and wages, post,
email, mail, and read aloud a notice to employees; and require all current managers and supervisors to
attend an NLRB training on employee rights under the NLRA.

The Region Successfully Obtained Injunctive Relief Requiring the Employer to Offer Interim
Reinstatement to Two Employees and Read the Notice to Employees During Mandatory
Meetings

Lucid USA, Inc.
28-CA-313086 & 28-CA-322749

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated Section 8(a)(1) and (3) of the Act by, among other things, unlawfully discharging two employees for
union organizing activity, surveilling employees’ union activity, threatening employees with retaliation for
engaginginunion activity, and removing or confiscating actual or suspected union materials distributedin
non-work areas.

The Region subsequently sought and obtained injunctive relief under Section 10(j) of the Actin the United
States District Court for the District of Arizona, requiring the Employer to, among other things, offerinterim
reinstatement to the two unlawfully discharged employees, convene one or more mandatory meetings
foremployees on working time during which the Injunction Order must be readin English and any other
language that employees may need, physically post copies of the Court’s Order (including in other
languages as necessary to ensure effective communication to the Employer's employees), electronically
distribute copies of the Court’s Order by email and allintranet orinternet sites or other electronic platforms
orapplications that the Employer customarily uses to communicate with employees, and cease and desist
fromviolating the Act.
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The Region Successfully Obtained Injunctive Relief Requiring the Employer to Offer Interim
Reinstatement to the Lead Union Activist and Read the Notice to Employees During Mandatory
Meetings

UPS Supply Chain Solutions
32-CA-295913 & 32-CA-297314

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the
Employerviolated Section 8(a)(1) and (3) by, among other things, unlawfully threatening job loss prior to the
representation election and unlawfully suspending and discharging the lead Union supporter shortly after
the Union won the election.

The Region subsequently sought and obtained injunctive relief under Section 10(j) of the Actin the United
States District Court for the Eastern District of California, requiring the Employer to, among other things,
offerinterimreinstatement to the lead Union activist, convene one or more mandatory meetings for
employees onworking time during which a specified remedial notice had to be read, physically post copies
of the Court’s Order (including in otherlanguages as necessary to ensure effective communication to

the Employer’'s employees), electronically distribute copies of the Court’s Order by email and allintranet
orinternet sites or other electronic platforms or applications that the Employer customarily uses to
communicate with employees, and cease and desist from committing similar violations of the Act.

The Agency Secures Consent Contempt Order that Resolved 24 Cases and the Payment of
$33,000inFines

United States Postal Service

10-CA-292631,10-CA-298392,10-CA-246272,10-CA-266671,10-CA-303147,10-CA-306295,10-
CA-306346,10-CA-306304,10-CA-306342,10-CA-306297,10-CA-306300, 10-CA-306387,10-CA-
306343,10-CA-307761,10-CA-327369,10-CA-330702,10-CA-330951,10-CA-331479,10-CA-318901,
10-CA-318907,10-CA-332868,10-CA-334587,10-CA-337015, and 10-CA-339992

The Region made numerous referrals to Contempt Compliance & Special Litigation Branch (CCSLB) over the
past few years, recommending contempt proceedings against the Employer forits refusal to furnish, and
fordelaysin furnishing, relevantinformation to unions representing employees at multiple facilitiesin North
Carolina. Thesereferrals alleged violations of an existing judgment and consent order covering all facilities
inasingle postal district. The case was complicated by an ongoing stream of new contempt referrals

and the Employer’'s adamant opposition to entry of anew consent order. Followinga comprehensive
investigation, and on the threshold of CCSLB filing a contempt petition, CCSLB leveraged a comprehensive
settlement with the Employer that provided for substantial remedies. The settlement stipulation provided
forthe entry of anew consent orderincluded, among other remedies, a contempt fine of $33,000 and
increased prospective fines for fourrecidivistlocations and retaining current fines for otherlocations. The
United States Court of Appeals for the Fourth Circuitissued its judgment entering the consent order that
resolved twenty-four unfairlabor practice cases.
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The Region Successfully Obtained an Order that Required the Employer to Give Fired Unfair
Labor Practice Strikers 12 Years of Backpay

Healthbridge Management Care and Care One Management, LLC
34-CA-070823, 34-CA-072875,34-CA-075226,34-CA-083335, 34-CA-084717 and O1-CA-096349

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated Sections 8(a)(1), (3) and (5) of the Act by making coercive statements, initiating a lockout,
permanently replacingits employees engaged the unfairlabor practice strike, engagingin surface and bad
faith bargaining. The Administrative Judge found that the Employer violated the Act by, among other things,
unlawfully lockout out its employees and permanently replacing them, engagingin surface and bad faith
bargaining, making unilateral changes and impermissible declaration of impasse. The Judge ordered the
payment of backpay to over 500 strikers since 2011, instituted a bargaining schedule that required 24 hours
per month for at least 6 hours per session, and the submission of progress reports on bargaining. The order
alsoincluded the obligation to mail the notice to all current and former employees, the reading of the notice
that permitted the Union to videotape the reading. This caseis pending before the Board.

The Region Wins Administrative Hearing in a Case Involving Disparate Treatment of a Dissident
Member

International Longshoremen’s Association, Local 1694, AFL-CIO (GT USAW Wilmington, LLC)
04-CB-280810

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Union
violated Section 8(b)(1)(A) of the Act by making coercive statements to an employee; and violated 8(b)

(2) by refusing toreferthe Charging Party over a one-year period and telling the Charging Party that they
were banned from the workplace and had to leave. The Regionwon before an ALJ on allcounts. The
Judge ordered the Union to cease and desist from barring members access toits hiring hall because they
contacted the International Union to complain or from engaging in any other dissident union activity; failing
and refusing to referindividuals fromits exclusive hiring hall or tellmembers that they are banned from
seeking employment for arbitrary or discriminatory reasons; and for causing or attempting to cause any
employerthatis signatory toits collective-bargaining agreement to fail to hire individuals for arbitrary or
discriminatory reasons. The Union also was ordered to make the Charging Party whole for his lost earnings
and otherbenefits. This caseis pending before the Board.

The Region Obtained a Thryv Remedy in an Administrative Hearing Involving Failure to Bargainin
Good Faith and a Unilateral Failure to Honor the Dues Checkoff after Expiration of the Collective
Bargaining Agreement

PG Publishing Co., Inc., D/B/A Pittsburgh Post-Gazette
06-CA-269416,06-CA-302629 and 06-CA-311141

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated Sections 8(a)(1)(5) of the Act by (1) failing to bargain to bargain in good faith with the Charing Party
Union (typos unit) during negotiations for a successor CBA; (2) failing to bargain in good faith with the Union
during negotiations for aninterim agreement on health insurance, and; (3) unilaterally failed to honor the dues
checkoff arrangementin the expired CBA. Following a hearing, an ALJ found violations with respect toissues
Tand 3inthis hotly contested case. The Region filed exceptions over the Judge’s failure to find a violation
forissue 2 and the matteris pending before the Board. The Judge granted a Thryvremedy; an affirmative
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bargaining order; submission of bargaining progress reports every 30 days; and remission of loss dues to the
Union at no cost to the unitemployees. This caseis pending before the Board.

The Region Prevails in Hearing Concerning Overly Broad Work Rules, Threats, and Refusal to
Hire

United Electrical Contractors, Inc. d/b/a United Electrical Contractors
07-CA-291548

Afteraninvestigation and determination of merit, the Regionissued complaint alleging that the Employer
violated the Act by maintaining overly broad work rules, several coercive and threatening statements, and
refusalto consider for hire three job applicants because of theirunion affiliation. An ALJ agreed, finding
that, except forasingle rule, the Employer maintained overly broad rules, made threatening and coercive
statements to employees, and refused to consider three applicants for hire based on union animus, in
violation of the Act. Among otherremedies, the Judge’s decisionrequired the Employerto reinstate all
unlawfully fired workers; make employees whole foreconomic harms suffered because of the Employer’s
unlawful conduct; expunge employee’s personnel files, rescind unlawful rules, and post and electronically
distribute a Notice to Employees to all employees. This caseis pending before the Board.

An Administrative Law Judge Finds that the Employer’s Efforts to Undermine the Union
Violates the Act

Brown-Forman Corporation d/b/a Woodford Reserve Distillery
09-CA-307806,09-CA-311850 and 09-RC-305269

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated the Act and engaged in objectionable conduct affecting the results of the election to determine
whether a unit of its production employees wished to be represented by the Union. Following ahearing, an
AlJfoundthat the Employerhad violated Sections 8(a)(1), (3), and (5) the Act.

Specifically, the Employerviolated the Act when it announced and laterimplemented the wage increase,
changedits meritincrease and vacation usage policies, and gave away bottles of bourbon. The Union
separately alleged the Employer engaged in objectionable conduct whenitannounced the wage increase,
changed the meritincrease policy, and gave out the bottles of bourbon. The Employer denied the
allegations and contended each action was for alegitimate businessreason, unrelated to the organizing
campaign or the pending election.

Afterthe hearing, the Judge concluded that the Employer had engaged in violative and objectionable
conduct. And further concluded that traditional remedies, including arerun election, were inadequate

under the circumstances and ordered Respondent to recognize and bargain with the Union as the chosen
representative of the employees in the petitioned-forunit. The Judge ordered to the Employerto cease and
desist and to take certain affirmative action designed to effectuate the policies of the Act which included
post the notice distribute the notices electronically. This caseis pending before the Board.

The Region Secures Thryv Remedy Against the Union
International Longshoremen’s Association, Local 1526 (Florida International Terminal)
12-CB-299858

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the
Unionviolated Section 8(b)(1)(A) and (2) of the Act by when it arbitrarily, discriminatorily, and in bad faith
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represented a memberin his seniority claim and threatened members for filing charges with the Board or
participatinginits proceedings. The Judge found that the Union had violated the Act as alleged and ordered
it to make the employee whole forany losses of earnings and other benefits suffered as aresult of the delay
in his receiving seniority credit forthe 2019-2020 contract year. Pursuant to Thryv, the Judge also ordered
that the Union compensate the employee for any other direct or foreseeable pecuniary harms incurred as
aresult of its unlawful conduct and compensate him for the any adverse tax consequences. This caseis
pending before the Board.

The Region Obtains Win in Unlawful Discharge and Obtains Make Whole Order and Reading of
Notice at Mandatory Meetings

Atlantic Fire Protection, LLC
13-CA-305638

Following an investigation and finding of merit, the Regionissued complaint alleging that the Employer
coercivelyinterrogated employees about theirunion activities, telling employees that they could not work
forthe Employer or any other non-union company if they were with a union, telling them that the Employer
did not want aunion and that they could not talk to other workers about organizing, firing two employees
because of theirunion activity and support, creating animpression that it was surveilling employees’ union
activities.

The ALJ agreed that the Employer coercively interrogated employees, unlawfully told them they could not
work forit or othernon-union companies if they were with the union, unlawfully told them that the Employer
did not want aunion and that they could not talk to other employees about organizing, and unlawfully
terminated employees because of theirunion or protected activities. Among the remediesinthe ALJs
decision, the Employeris required to make the unlawfully discharged employees whole foreconomic harms
suffered as aresult of the unlawful conduct, post and electronically distribute a Notice to Employees to all
employees and holding a meeting or meetings with employees during work hours and read the notice, the
presence of a Board agent. The Employeris complying with the Judge's order.

The Region Secures Administrative Hearing Win and the Employer Ordered to Remit
Outstanding Union Dues and Provide Requested Information

Kroger Limited Partnership | d/b/a Kroger Delta Division
15-CA-280676 and 15-CA-315052

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the
Employerviolated the Act whenit unlawfully stopped deducting and remitting dues and fees to the Union
representingits employees afterits collective bargaining agreements with the Union expired, and that the
Employerunreasonably delayed in providing relevantinformation that the Union requested.

Following a hearing, an ALJ found that the Employer had violated the Act by ceasing the deduction of
dues from the paychecks of members of the Union after the expiration of several collective bargaining
agreements but priorto a successor agreement orimpasse and by unreasonably delaying inresponding
to the Union’srequest forinformation. The Judge ordered the Employer to, among other things, cease
and desist fromunilaterally ending dues checkoff without first giving the Union notice and an opportunity
to bargain orbargaining to impasse, unreasonably delaying in providing the Union with information
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thatisrelevantand necessary to the Union’s performance of its functions as the collective-bargaining
representative, and to remit the outstanding dues, at no cost to the employees, provide payrollinformation
to the Region and the requested information to the Union. This caseis pending before the Board.

The Region Secures Settlement Requiring the Employer to Pay $200,000 in Backpay and
Benefits

Hall Aluminum Products
25-CA-282353

Afterinvestigation and determination of merit, the Regionissued complaint alleging that the Employer
unlawfully withdrew recognition from the union and maintained and enforced overly broad work rules.

Priorto ahearing, the Region negotiated a settlement agreement making employees whole for the losses
they suffered, including $51,773 in backpay and $149,000 in union health and welfare funds on behalf of the
employees.

The Region Secures Settlement Requiring that the Employer Rescind Unlawful Work Rules and
Pay $297,000 to Employees

Hilst Enterprises, Inc. d/b/a La-Z-Boy Furniture Galleries
25-CA-297668

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
discharged two employees and maintained unlawful work rules prohibiting employees from discussing
wages, hours, and working conditions.

Afterthe hearing closed, the Region negotiated a settlement whereby the Employeragreed torescind
the unlawfulwork rules and pay $297,000 in backpay, front pay, interest, excess tax, mileage, and medical
expenses andissue aletter of apology.

The Region Secures Win and Full Compliance where an Employee was Disciplined for
Discussing Discipline with Other Employees

Walmart, Inc.
15-CA-292146

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated Section 8(a)(1) of the Act when it prohibited an employee from discussing with anyone (including
otheremployees) the discipline issued and the disciplinary meeting, and when the Employer threatened the
employee with further discipline or discharge.

Following a hearing, the ALJ found that the Employer had violated Section 8(a)(1) of the Act wheniit
threatened its employees with discipline and discharge if they discussed discipline and disciplinary
meetings with their coworkers. The Judge ordered the Employerto post and electronically a notice to
employees. The case closed on full compliance.
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The Region Proved that the Employer Had Anti-Union Animus and Secured a Make Whole
Remedy and Expungement of Personnel Files of Employees

Hiran Management, Inc. d/b/a Hungry Like the Wolf
16-CA-303914

Following aninvestigation and finding of merit, the Regionissued complaint alleging that the Employer
threatened and discharged eight restaurant employees for engaging in a strike to improve theirworking
conditions. The Judge found that that the employees had engaged in protected activity when they
engagedinthe walkout/strike and that the Employer’s statements, which were violative of the Actand “...
plainly’ establish strong animus towards employees’ protected activities.” Among otherremedies, the
Judge’s decisionrequired the Employer to reinstate all unlawfully fired workers; make employees whole for
economic harms suffered because of the Employer’s unlawful conduct; expunge employee’s personnel
files and post a Notice to Employees to allemployees. This caseis pending before the Board.

The Region Wins Decision Finding Employer Unlawfully Fired a Worker and Violated the Act
by Requiring Employees to Sign Employment Agreement with Overly Broad Non-Compete
Provisions

J.O. Mory, Inc.
25-CA-309577 and 25-CA-336995

After aninvestigation and determination of merit, the Regionissued complaint alleging that the Employer
violated the Act by discharging an employee for engaging in protected activity and for maintaining overly
broad and unlawful terms inits employment agreement, including non-compete provisions that prohibited
employees fromworking foranotheremployer engaged in a similar business as the Employer.

Following a hearing, an ALJ found that the Employer had violated the Act by maintaining unlawful
noncompete and solicitation policies and that the employer unlawfully terminated an employee for
engaginginunion activity protected under the Act. The Judge also found that the employer maintained
anunlawful “Union Free Statement” in ahandbook that employees were forced to sign as a condition of
employment. Inso doing, the Judge cited Stericycle in support of the determination that the Employer’s
non-compete and solicitation provisions were overly broad and unlawful. The Judge determined that the
non-compete agreement would cause areasonable employee to refrain from engaging in protected
activities because if an employee knows they are barred from beinginvolved with a company that operates
asimilarbusiness to the employer, they will be more fearful of being fired and less willing torock the boat, as
they face the prospect of being unable to find any work in their geographic area if they are fired or forced to
leave theirjob. The provisions prohibiting employees from soliciting their co-workers to leave the Employer
and requiring that employees disclose solicitations to the Employer also interfered with protected activities,
such as telling co-workers about union benefits, participatingin and recruiting others to work at another
employerinan effort to unionize, and making concerted threats to quit.

Among otherremedies, the Judge’s decisionrequired the Employer to cease and desist from the unlawful
activity, offerreinstatement to the unlawfully terminated employee, and make the employee whole forany
loss of earnings and financial harms suffered. The judge also ordered the Employerto rescind its unlawful
handbook provisions, post a notice to employees inits two facilities, and mail a copy of the notice to all
current and formeremployees. The caseis pending before the Board.
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The Region Wins at Administrative Hearing that the Employer Unlawfully Retaliated Against
Workers for their Union Activities

Amazon Services, Inc.
29-CA-277198,29-CA-278982,29-CA-277598,29-CA-278701,29-CA-285445, and 29-CA-286272

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated Sections 8(a)(1) and (3) of the Act by discharging and otherwise retaliating against an employee
fortheir activities on behalf of the Union and for other protected concerted activities. The Complaint
furtheralleges that the Employer committed numerous independent violations of Section 8(a)(1),

including coercive interrogations, statements conveying that support for the Union was futile, solicitation
of employee grievances with promises to remedy them, surveillance and creation of the impression of
surveillance of Union activity, confiscation and unlawful restrictions on the distribution of union literature,
and unlawful disparagement of the Union.

The ALJfound that the Employerviolated the Act by dismissing employees early, altering employees’
work assignments, and subjecting employees to closer supervisionin retaliation for the employees’
support forthe Union, or forengaging in protected concerted activities. The Judge also found that the
Employerunlawfully interrogated employees, disparaged the Union by using appeals to racial prejudice
and derogatory racial stereotyping, and prohibited employees from distributing union literature and
confiscating unionliterature from employees.

The Judge ordered the Employer to cease and desist from further unlawful activity and to make the
adversely affected worker whole forany loss of earnings and other benefits including any other direct or
foreseeable pecuniary harms and any adverse tax consequences. The Employer must also post the notice
and distribute the notice to employees electronically. The caseis pending before the Board.

The Region Wins ALJ Decision Granting Union Equal Time and Access to Employer’s Facility,
Reimbursing the Union for its Expenses and Rerunning the Election

USC Care Medical Group, Inc., KECK Medicine of USC
31-CA-307034

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated the Act by creating animpression of surveillance of employees’ union activities, impliedly
threatening to investigate employees’ union activities by telling employees that employees who felt
harassed by union supporters could file acomplaint, and promising employees a pay raise to discourage
union support. The complaint further alleged that the Employer held a mandatory captive-audience
meeting to discourage union activities and threatened employees with loss of flexibility for time off if the
Unionwon the election.

Following a hearing, the ALJ found that the Employerunlawfully threatened employees withloss of flexibility
fortime off and withrestricting theirraises if the Unionwon. Given the seriousness of the Employer’s unfair
labor practices, among otherremedies, the Judge's decision required a reading of the Notice to Employees
andrequired the Region conduct a training of the Employer’s employees, including management officials
and supervisors, both current and new, on employees’ rights under the Act and/orits compliance with

the Board'’s Orders, that the Employer grant the Union equal time and access to the Employer’s facility to
respond to any Employer meetings with employees about unionrepresentation and that the Employer grant
the Unionreasonable access nonwork areas during the employees’ nonwork time. The Judge also ordered
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the Employer to reimburse the Union for expensesitincurred in organizing the Employer’s employees.
Finally, the Judge determined that the Employer’s unfair labor practices required the setting aside of the
initial representation election andincludedin the order that a second election be run. The caseis pending
with the Board.

The Region Wins ALJ Decision Finding Employer Bargained in Bad-Faith and Unlawfully Sought
aTRO and Fired a Strike Captain

Kaiser Permanente
32-CA-282834 and 32-CA-287206

Afteraninvestigation and determination of merit, the Regionissued a consolidated complaint alleging that
the Employerviolated the Act by failing to engage in good-faith bargaining for a successor contract and
seeking a Temporary Restraining Order, causing the arrest of the strike captain on the strike line, and making
verbal and physical threats against the individual and other strikers, and then firing the Union’s strike captain.

Following a hearing, an ALJ found merit to the complaint allegations. More specifically, the Judge found

that the Employerviolated the Act whenit failed to bargainin good faith with the Union, threatened striking
employees with physical violence because they were engaged inlawful picketing, and filed a TRO against
the strike captain, caused the arrest of the strike captain, and terminated the strike captain, allin an effort

to limit the lawful picketing and union activities on public sidewalks in front of theirworkplace. The Judge
ordered the Employertorequestlocallaw enforcement to remove all records of the strike captains arrest,
offerthe strike captain reinstatement to their former position, and make the employee whole, bargainin
good faithwith the Union, reduce any agreement into writing, and post a remedial Notice to Employees. The
caseis pending with the Board andis currently pending Board mediation.

The Region Secures Settlement that Extends the Certification Year the Posting and Emailing of
the Notice to Employees

Trustees of Boston University
01-CA-315655and 01-CA-323636

Following the Region’sinvestigation and determination of merit that the Employer violated Section 8(a)

(1) and (5) of the Act by failing and refusing to bargain collectively and in good faith with the exclusive
collective-bargaining representative of its employees by, among other things, whenitincreased the cost of
Unitemployees’ healthinsurance premiums, deductibles, and copayments without notice to the Unionand
the opportunity to bargain.

The Region secured aninformal settlement that dealt with the intersection between the Act and the Family
Educational Rights and Privacy Act with respect torequests forinformation. The Employer agreed to post
and email a notice to employees andin accordance with Mar-Jac Poultry, to extend the certification year.

The Region Obtains a Settlement Resolving All Allegations and Secure the Payment of over
$60,000 in Backpay and an Extension of the Certification Year

Mt. Pocahontas Property Owners Association, Inc.
04-CA-325362 and 04-CA-333828

Following the Region’sinvestigation and determination of merit that the Employer violated Sections
8(a)(1), (3) and (5) of the Act by, among other things, unlawfully engaging in making coercive statements,
unilaterally changing in terms and conditions of employment, discharging employees forengagingin
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protective concerted activity. The Region secured aninformal settlement on the day of the hearing that
eliminated the need to seekinjunctive relief and fully remedied the 8(a)(1), (3), and (5) violations that included
coercive statements, closer supervision, changes to terms and conditions of employment, discharge of the
bargaining unit, subcontracting unit work, and unilateral changes. The Employer also agreed to pay $60,287
in backpay to two employees and provide them neutral references as well extend the certification year, train
managers and supervisors, and a post, email and read the Notice to Employees at an employee meeting.

The Region Secured a Settlement that Included over $100,000 in Backpay and a Tentative
Agreement on Contract Terms

Four Rivers Nuclear Partnership, LLC
10-CA-288574

Following the Region’sinvestigation and determination of merit that the Employerviolated the Act that
included making coercive statements and the creating the impression of surveillance, refusing to approve
asubcontractor’'srequest to hire bargaining unit employees, failing and refusing to provide information,
making unilateral changes, prematurely declaringimpasse, and unilaterally subcontracting unit work. The
Region andreceived approval to institute injunctive relief under Section 10(j) of the Act.

The Board authorized the institution of Section 10(j) proceedings in this case involving the employer’s
unilateral transfer and reassignment of bargaining unit work and refusal to provide information in violation

of Section 8(a)(5), along with some additional Section 8(a)(1) and (3) violations. Before the Section 10())
petition was filed, the parties entered into a bilateral settlement agreement that fully resolved the underlying
administrative case, including $111,264.72 in backpay for affected bargaining unit employees, bargaining
with the Union, and posting of a notice. As part of the settlement, the parties also reached tentative
agreement oncontract terms.

The Region Obtained a Settlement that Resolved All the Allegations that Included the Payment
of Backpay, Expungement of Personnel Files, Mandatory Trainings, and Extension of the
Certification Year

International Foundation for Electoral Systems

05-CA-314152,05-CA-322080, 05-CA-326890, 05-CA-330226, 05-CA-333287,05-CA-333762, 05-
CA-333721,05-CA-336670,05-CA336829, 05-CA-336838 and 05-CA-338629

Following the Region’s investigation and determination of merit that the Employer violated the Sections 8(a)
(M, (3)and (5) of Actincluding, but not limited to, retaliation, discharge and discipline, refusing to bargain and
refusing to furnishinformation. Ahearing commenced before an ALJin which the Region put on substantial
evidence before securing a settlement.

The settlementincluded mandatory training for supervisors and managers, a separate mandatory training
foremployees, the extension of the certification year, a make-whole remedy for discipline and discharge
underunlawful rules that will be determined at the compliance stage. The agreement also included

the removal of the unlawful work rules involving performance, confidential nature of work and the non-
disclosure of electronic confidential information. The settlement required the posting of the notice to
employees aswell as sending by e-mail and posting it on the Employer’s intranet site. The total backpay
involved exceeded $450,000, of which a portionwas set forth in a non-Board settlement approved by
the Region. The informal settlementincluded $304,699 inbackpay and interest. Also, as part of the non-
Board settlement, the parties also agreed to a process for evaluating all outstanding information requests,
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which ends in binding arbitration, and the withdrawal of allegations related to the information requests.
Moreover, the parties also agreed on the implementation of a new interim agreement, and the withdrawal of
allegationsrelatedto the interimagreement.

The Region Secured Over $286,000 of Monetary Relief for Lost Bargaining Opportunity
Paragon Systems, Inc.
06-CA-282943

The Region conducted aninvestigation and determined merit to allegations that the Employer bargained
with the Unionwith no intention of reaching an agreement pursuant to the wage reopener provisionin the
parties’ contract by withdrawingits proposal fora1.0 percent wage increase to take effectin October
2021, and by prematurely halting bargaining. Subsequently, the Employerlost the government contract
to anotheremployerwho hired the employees and was not alleged to have engagedin any unfairlabor
practices. The complaint sought aretroactive make-whole remedy for the employees’ lost opportunity to
bargainin good faith foran annual wage increase.

The Region secured a settlement involving the Employer and the Union that represents over 500 employees
who were formally employed at various federal court houses. The settlement resolves an unfairlabor
practice charge that arose when the Employer hired employees pursuant to a government contract. In

the settlement, the Employeragreed to make whole all of the employees forlost wages, benefits, and all
direct or foreseeable financial harms they suffered because the employer failed to bargainin good faith
overawage increase prior tolosing the government contract. The employees willreceive over $286,000 of
monetary relief.

The Region Secured Nearly $200,000 in Compensation for Employees Along with a
Retroactive 3.0 percent Wage Increase

Hello Neighbor
06-CA-311584, 06-CA-311991, 06-CA-315038 and 06-CA-318541

The Region conducted aninvestigation and determined merit to allegation that the Employer unlawfully
discharged employees and a supervisorin violations of Section 8(a)(3) of the Act. Shortly before the
scheduled trial, the Region secured aninformal settlement agreement that resolved several charges
involving unlawful conduct during an organizing campaign. The consolidated complaint alleged the unlawful
discharge of five employees and one supervisor, failure to conduct performance reviews resulting in the
denial of an annualwage increase for the entire unit, threats, interrogations, unilateral changes, proffering an
unlawful separation agreement and, requests that employees share their personal social media accounts.
The Consolidated Complaint also requested both a Gissel and a Cemexbargaining order. The settlement
provided 100.0 percent backpay forthe discharged employees and supervisor and reimbursement for
financial harms such as search for work expenses, reimbursement for a laptop used to search forwork,
reimbursement forinterim employment expenses such asincreased mileage and parking fora number

of otheremployees. The compensation totaled $198,832. The parties also agreed to aretroactive 3.0
percentwage increase for the unit which included backpay for theirlosses. The Union withdrew its related
election objections and waived its right to contest the certification of electionresults as away to resolve the
bargaining orderissue.
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The Region Secures Settlement Requiring the Rescission of Unlawful Non-Compete and
Training Repayment Provisions, Pays Over $25,000, and Posts the Notice to Employees on
Slack

Harper Holdings, LLC d/b/a Juvly Aesthetics
09-CA-300239,09-CA-301669, 09-CA-302692 and 18-CA-308596

Following the Region’sinvestigation and determination of merit that the Employer violated numerous
Sections of the Act, the Regionissued a consolidated complaint. The complaint alleged numerous
violations, including maintaining unlawful confidentiality, non-disparagement, non-compete, no-
solicitation, and training repayment provisions. The Employer’s policies had required employees leaving
theiremployment within the first twelve months of employment to pay up to $75,000 in costs for training
and prohibited employees from practicing aesthetic services within a twenty-mile radius for 24 months
aftertermination of theiremployment. The complaint also alleged that the Employer told employees not
to discuss their terms and conditions of employment, including individual employment contracts, bonuses,
and evaluations; unlawfully enforcedits non-disparagement and training repayment provisions; and
unlawfully discharged and withheld benefits from employees.

The Region secured a settlement in which the Employer agreed to rescind the unlawful policies, cease its
demands for training repayments, pay more than $25,000 in monetary relief to two employees affected by
the Employer’s unlawful discharge and withholding of benefits, post aremedial Notice to Employees across
all of its facilities in the United States, and post a copy of the notice toits Slack messaging application.

The Region Secures Settlement Requiring the Employer to pay over $334,000 to Employees
Mr. P’ Express, Inc.

09-CA-320594,09-CA-320616, 09-CA-322618, 09-CA-324205, 09-CA-331670, 09-CA-342331 and 09-
CA-338191

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
engagedinnumerous violations of sections 8(a)(1) the Act by, among other things, engagingin hallmark
violations during captive audience meetings thatincluded implied promise of benefits and that unionizing
would be futile and unlawfully discharging employees inviolation of Section 8(a)(3) forengagingin
protected concerted activity or for pretextual reasons. Afterissuance of complaint, the Employeragreed
torecognize and bargain with the Union. The Region obtained monetary remedies for three discharged
employees, including over $100,000 in front pay, and monetary remedies for other adversely impacted
employees, with total monetary remedies at about $234,792. There are also additional remedies in the
settlementincluding the distribution of the Explanation of Rights, the reading and texting of the Notice to
Employees and Union access to the facility.

The Region Secured a Settlement that Required the Revision and Distribution of the Employer’s
Handbook and Other Polices

Morgan Auto Group, LLC and Brandon H Automotive Management, LLC d/b/a Brandon Hyundai
12-CA-316829

Following the Region’s investigation and determination of merit that the Employer violated the Act by
its unlawfulwork rules and instructions to not discuss compensation, the Region obtained a settlement
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agreement that required the posting of a Notice of Employees as well as the revision and distribution of
revised employee handbook, Confidentiality and Non-Solicitation Agreement, Arbitration Agreement,
Social Media Policy, Privacy Policy and Safeguarding Agreement, and Electronic Recordings/Customer
Information Safety Policy at 65 related auto dealerships.

The Region Secures Make Whole Relief for Discharged Worker, Apology, and Electronic
Posting

Enchanted Fairies Studio, LLC
13-CA-305146

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated the Act by maintaining overly broad rules and discharging an employee for engagingin protected
activity. Underthe terms of the settlement agreement, the Employer agreed to rescind the overly broad
rules and pay the employee $130,136 in backpay, interest, and excess tax; and $20,195.93 in other make
wholerelief. In addition, the Employeragreed to electronically distribute a Notice to Employees, including
through Slack.

The Region Secures Settlement Requiring Reinstatement and Make Whole Relief of Discharged
Workers, Recognition of Union as the Exclusive Bargaining Representative

Point Management, LLC, d/b/a Shangri-La
14-CA-324836

Following aninvestigation and determination of merit, the Region issued a complaint alleging that the
Employerviolated the Act by maintaining overly broad rules, interrogating and threatening employees,
imposing more onerous working conditions, calling law enforcement on employees, banning terminated
employees fromits property, and discharging 10 employees during an organizing effort because
employees engaged inunion and protected activity. Among the remedies obtained in the settlement,
the Employer agreed to recognize and bargain with the Union as the exclusive bargaining representative
of the Employer’s employees, rescind overly broad work rules, reinstate employees, and make whole 10
discharged employees foreconomic harms suffered as a result of the unlawful conduct.

Post Board Order, the Region Secured a Settlement that Required the Payment of Nearly
$420,000 in Backpay, Interest and Excess Tax Liability for an Employee

Phillips 66 Company
15-CA-263723

The Boardissued an Order partially adopting the ALJs recommended decision that found that the Employer
violated Section 8(a)(1) whenit applied or enforced work rules to issue a verbal warning to three employees
because they engaged in protected concerted activity. Soon thereafter, the Region secured a compliance
stipulation that required the Employer to make one employee whole by paying $280,770 in backpay and
$138,520 for payment of expenses, interest, and excess tax liability that totaled $419,290.
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The Region Secures Settlement that Included Payment of Backpay, Front Pay and the Issuance
of a Letter of Apology by the Employer Along with Training of Managers and Supervisors

Volane TN, LLC
15-CA-331968

The Employer encouraged the Charging Party to resign and discharged the employee inretaliation for
engagingin protected concerted activity. The Region obtained a settlement that required the Employer to
mail, electronically post and email the notice to employees as well as to trainits managers and supervisors
andissue aletter of apology. The Employerpaid 100.0 percent backpay, interest and excess tax liability
inthe amount of $7,283, plus $5,000 in front pay and issued a letter of apology. The casein closed after
achieving full compliance with the terms of the settlement.

The Region Obtains Settlement that Requires the Employer to Reimburse More than 100
Employees for the Increased Health Insurance Premium Costs

The Dallas Morning News, Inc.
16-CA-285301

Following aninvestigation and determination of merit, the Regionissued a complaint alleging violations of
Section 8(a)(1) and (5) of the Act for failing to continue the status quo whenit approved a different healthcare
renewal package applicable to bargaining unit employees and when itimplemented the healthcare renewal
package applicable to over 100 bargaining unit employees.

The Region secured a settlement in which the Employer agreed to pay a total of $34,016 in reimbursements
tomore than 100 employees for excess healthinsurance premium costs and out-of-pocket expenses that
employeeswould not have incurred if not for the alleged unlawful unilateral changes. The change occurred
while the parties were negotiating their first collective bargaining agreement after the Union was certifiedin
2020. The Employeralso agreed to bargainin good faith with the Union over employees’ healthinsurance
benefits. The case closed after achieving full compliance with the terms of the settlement.

The Region Secures Settlement that Includes Bargaining, Providing Requested Information
and Rescinding Unilateral Changes Upon the Union’s Request

Joe and The Juice
20-CA-322236

Following the Region’sinvestigation and determination of merit that the Employer violated the Act by
refusing to recognize and bargain with the Union, the parties entered into a bilateral settlement agreement
fully remedying the violations. During the investigation, the Union demonstrated that it had established
majority status via signed authorization cards and had demanded the employerrecognize the Union; the
Employerfailed to file a petition foran election. Underthe Board’s decisionin Cemex, the Region obtained
aninformal settlement agreement under which the Employerrecognized the Union and agreed to bargain,
agreed to provide information sought by the Union, and agreed to rescind unilateral changes upon the
Union’srequest.
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The Region Secured Nearly $145,000 in Backpay for Five Employees

DM Breathe, LLC; Elements I-25 & Hampden, LLC; Elements Briargate, LLC; Elements Highlands Ranch,
LLC; Elements Littleton, LLC; Elements Park Meadows West, LLC; Elements Stetson Hills, LLC, operating
as a single employer

27-CA-300907

Afteraninvestigation and determination of merit, the Region obtained a settlement agreementin a case
against amassage therapy studio with sixlocations. The settlementresolved fourunfairlabor practice
charges filed by the Union alleging an unlawful interrogation, coercive statements, unlawful closure of studios
to avoid recognizing and bargaining with the Union, unilaterally discontinuing employees’ healthinsurance
benefits at unionized studios, unilaterally granting wage increases to certain employees because of their

lack of support forthe Union, and terminating employeesinretaliation for engagingin activity protected

by Section7 of the Act. The settlement provided for $144,639 in backpay, benefits, and wages for five
employees, as well as arequirement that the Employer post, distribute, and read aloud aremedial notice and
a Notice of Employee Rights Under the Act, letters or apology to and neutral references for the employees.

The Region Secures Settlement Requiring the Reinstatement of Two Discharged Employees
and the Posting of the Notice to Employees in English and Chinese and on WeChat

Liangtse KG Wellness One, LLC
29-CA-311388

The Region conducted aninvestigation and determined merit to allegations that the Employer violated
section 8(a)(1) of the Act by giving unlawful instructions, threats, and the firing of two employees forraising
concerns about work assignments. After the issuance of the complaint, the Region obtained a settlement
agreement with the Employer, a spa that furnishes natural healthcare and massage services that resolved
the allegations.

Inthe settlement agreement, the Employer agreed toimmediate reinstatement of both employees,
payment of lost wages and benefits, and the reading, posting and electronic distribution of the notice to
employeesregarding employee rights to employeesin both English and Mandarin Chinese. The notices
also were posted on WeChat, whichis a popular Chinese instant messaging platform. The Employeralso
agreedto haveits managers and supervisors attend a training conducted by the Region about employee
rightsunderAct.

The Region Obtained a Settlement that Included $38,000 in Backpay and Neutral Reference
for the Employee

Service Employees International Union, Local 2015
31-CA-306564, 31-CA-308685, 31-CA-308685 and 31-CA-320800

Afteraninvestigation and determination of merit, but prior to the Region issuing complaint, the Region
secured a settlement that fully resolved the unfair labor practice allegations, which included threats to
employees, violent acts onthe picket line, discharging alead union adherent, and failing to provide the
Unionwith information. Among otherremedies obtainedinthe settlement, the Employeragreed to a make
whole remedy for the discharged employee in the amount of $38,000, and to provide the discharged
employee with a neutral employment reference. The Employeralso agreed to post a Notice to Employees
and an Explanation of Rights at its numerous facilities located throughout the state.
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The Region Secures Settlement that Requires Employer to Rescind Unlawful Severance
Agreement Language

Lucid Group, Inc.
32-CA-323645

Afterthe filing of the charge by individual employees and prior to a determination of merit, the Region
secure a settlement pursuant to McLaren Macomb. The Charging Parties alleged that the Employer’s
severance agreement contained unlawful provisions that would prevent or discourage employees from
exercising theirright to engage in protected concerted activity under the Act.

The Region obtained a settlement that required the Employer toreviseits severance agreement, to
remove an overbroad confidentiality provision, to not seek enforcement of the provisionin the severance
agreements entered into by the charging parties, and to post and email a Notice of Employee Rights for all
current employees and those who were employed by the Employer and who were part of the reductionin
force. The caseis closed afterthe Region obtained full compliance with the settlement.

The Region Wins in Administrative Hearing and the Administrative Law Judge Imposed
Sanctions for the Employer’s Refusal to Comply with Multiple Subpoenas Duces Tecum

Starbucks Corporation
08-CA-290673,08-CA-298645,08-CA-298846 and 08-CA-324900

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated the Act by issuing the employee a final written warning and discharging him. The Region further
allegedthat the Employer more stringently enforced work rules which led to the final written warning and
discharge, and made unlawful statements, threatened employees with the loss of benefits if they voted
toberepresented by a union, engagedin surveillance of employees’ union activities, selectively and
disparately enforced a solicitation and distribution policy, solicited employees’ complaints and grievances
andimpliedly promised to remedy those grievances, granting benefits, and required employees to attend
captive audience meetings at two of its stores.

Following an administrative hearing, the Judge found that the Employer had violated most of the allegations
including the unlawful issuance of a disciplinary action and termination of employment of the employee
inretaliation for hisunion activity. The Judge also sanctioned the Employer forrefusing to comply with the
subpoenasissuedtoits custodians of records, refusing to produce documents withheld as privileged for
anin-camerareview, and its counselforinstructing its witnesses not to answer questions regarding their
searchforrecords. Theimposed sanctionsincluded the Judge taking adverse inference that documents
withheld from production, and the testimony of its custodians of records would have established additional
evidence of animus towards the employee and other employees’ union organizing activities. The Judge
alsoinferred that the documents and testimony would have undermine the Employer’'s Wright Line defense
and established further evidence of disparate treatment withrespect to the conduct listed the final written
warning and the termination notice. This case is pending before the Board.
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The Region Secures Reinstatement, Backpay and a Letter of Apology for Employee
Starbucks Corporation
15-CA-296254 and 15-CA-298665

Afteraninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated the Act by discharging an employee forengaging in union and protected concerted activities,
including a protected strike; and for making statements and engaging in conduct that had areasonable
tendency tointerfere with, restrain, or coerce employees’ union and/or protected concerted activities.

Following a hearing, an ALJ found that the Employer had violated the Act by unlawfully discharging the
employee. The Judge further concluded that the Employerviolated Section 8(a)(1) by threatening to modify
employees’ terms and conditions of employment and threatening employees with disciplinary action
inresponse to theirunion and/or protected concerted activities. Finally, the Judge concluded that the
Employerviolated the Act by maintaining a work rule that prohibited employees at one of the Employer’s
stores from posting Unioninformation on the communications board and that employees found posting on
the communications board, especially union fliers, would be reprimanded or disciplined.

The Judge also ordered, among otherremedial relief, that the employee be reinstated and made whole and
compensated, consisted with Thryv, for any direct or foreseeable pecuniary harmsincurred as aresult of the
unlawful discharge. The Judge also ordered the Employer to write a letter of apology to the employee. This
caseis pending before the Board.

The Region Successfully Obtained an Order Finding that the Employer Violated the Act by
Unlawfully Interrogating Employees and Disparately Enforcing Employee Rules

Starbucks Corporation
19-CA-297282 and 19-CA-304679

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
engagedinnumerous violations of sections 8(a)(1) the Act by, among other things, unlawfully interrogating
employees, soliciting grievances with animplied promise to remedy, threatening employees with loss of
benefits, and disparately enforcingits no-solicitation rule and distribution policy.

Following a hearing, an ALJ found that the Employer had violated the Act by unlawfully interrogated its
employees about their thoughts on unionization; solicited Grievances during the organizing campaign with
an explicit orimplicit promise to remedy them; unlawfully threatened employees with the loss of benefits
by informing them that if they unionize, employees will lose specific monetary benefits and the Employer
also willlimit the ability of managers to provide assistance on the work floor; and the Employer unlawfully
selectively and disparately enforcedits solicitation and distribution policy by prohibiting employees from
posting union literature while permitting other non-work-related literature. The Judge ordered “asbroad a
cease-and-desist orderas possible” and ordered the Employer to take certain affirmative action designed
to effectuate the policies of the Act. Theremedialrelief included a cease desist order prohibiting the
Employerfrominterrogations, making threats and promulgating and enforcing workplace rule prohibiting
employees from posting or distributing union materials storewide and by removing union materials and
selectively and disparately enforcingits solicitation and distribution policy. The Judge ordered the posting
and the electronic distribution of the notice to employees and to and hold mandatory meetings toread the
notice. This caseis pending before the Board.
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The Region Prevails in an Administrative Hearing Involving Numerous Violations of the Act
that Included Unlawful Surveillance of Union Activities, Implied Threats, Interrogation of
Employees and Disparate Enforcement of Work Rules

Starbucks Corporation
20-CA-298631,20-CA-298634, and 20-CA-309341

After aninvestigation and determination of merit, the Regionissued complaint alleging that the Employer
violated the Act by creating animpression among employees that their union activities were under
surveillance, instructing employees to go to a store manager directly withissues to discourage union
activity, impliedly threatening employees with unspecified reprisals because of theirunion activity,
interrogating employees about their union activity, disparately enforcing rules because of union activity,
telling an employee they could not talk about the union at work, soliciting employee grievances and
impliedly promising to remedy them, disciplining employees because they engaged in union activity and
because they participated in the Board’s processes, and denying a lead union organizer the opportunities
forenhanced pay andresponsibilities including by the opportunity to work as a barista trainer, interfering
with union activity and by illegally firing an employee for engagingin union activity. The Region won before
the ALJwho agreed that the record evidence established the violations as alleged in the complaint. Among
otherremedies, the Judge required the Employer to make an employee whole for any loss of earnings,
cease and desistits unlawful conduct, and, inlight of its widespread violations around the country, toread
the Board Notice to employees at the facilities involved. This case is pending before the Board.

The Region Wins ALJ Decision Providing for a Rerun of the Election
Starbucks Corporation
31-CA-299464 and 31-CA-305504

After aninvestigation and determination of merit, the Regionissued a complaint alleging that the Employer
violated the Act by making various unlawful statements to employees and by discharging an employee
forengagingin protected activity. Following a hearing, the ALJ found that the Employer committed unfair
labor practices by impliedly threatening employees with discharge because they supported the Union,
stating thatit would be futile to select the Union as the employees’ bargaining representative, and by telling
employees that they would lose benefits because they were seeking unionrepresentation. The Judge also
found that the Employerunlawfully discharged an employee forengaging inunion activity. Consequently,
among otherrelief, the Judge ordered full reinstatement and make-whole remedies to the unlawfully
discharged employee. The Judge also determined that the Employer’s conduct required the setting aside
of theinitial representation election and included in his orderthat a second electionberun. The caseis
pending with the Board.
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The Board and the General Counsel share acommon goal of ensuring that the NLRA is fully and fairly
enforced. Although they have separate statutory functions, representatives from the Board and the
General Counsel worked togetherin developing the current comprehensive Strategic Plan (FYs 2022-2026)
and the PAR. The NLRB's current Strategic Plan states the Agency’s strategic goals, objectives, initiatives,
performance measures, and management strategies. There are three mission-related goals, and two
support goals. The support goals are management-strategy based and will be discussed at lengthin the
Performance Section of thisreport.

The NLRB’s performance measurement system has been highly regarded for decades and modeled by
otheragenciesto track case processing times. The NLRB has long used performance measures to pursue
adualapproachto excellencein customerservice, striving to deliver results that are both timely and of high
quality. The Agency does notrely onoutside sources for the data usedinits performance management
system. Each NLRB office isresponsible for collecting and verifying performance measurement data. All of
the NLRB's mission-related offices work fully in the NxGen system, which provides for real-time review of all
case file materials and consistent data reporting.

Dataregarding mission-related goals are compiled using the Agency’s NxGen Case Management system.
This enterprise-wide electronic case management systemis used by all divisions throughout Headquarters
and the Regions and has dataintegrity reports which helpisolate and correct data errors. The Division of
Operations-Management oversees the Regional Offices which compile 75.0 percent of the case-related
statistics. Each quarter, Regions are required to run various data integrity reports in NxGen and report

their findings to the Division of Operations-Management forreview. For more information on the program
evaluation please see page 94.

The NLRB’s mission-related goals (goal one, two, and five) represent the core functions of the Agency

inits enforcement and education of the NLRA. Goal one focuses on the timely processing of ULP cases
takinginto consideration quality of processing and appropriate remedies. Goal two focuses on providing
timely resolution of questions related to employee representation and opportunities to participate in union
elections. Goal five focuses on engaging and communicating the mission of the Agency to the public. The
NLRB’s goals three and four are support goals. Goal three focuses on providing our talented employees
withresources and career development. Goal four focuses on efficiently and effectively managing financial
activities and delivering state of the art technology to effectuate the mission of the Agency. The goals are
outcome-based and aligned with the mission of the Agency.
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Goal 1, Objective 1 - Performance Measures

Measure 1: The Field Office operations reach determinations on all unfair labor practice charges within
90.0 percent of the Agency’s timeliness goal.

Year Annual Goal Actual Performance

FY 2022 100.1days 84.8 days
FY 2023 100.1days 266 days
FY 2024 100.1days 168 days
FY 2025 100.1days N/A
FY 2026 100.1days N/A

ForFY 2024, Field Offices did not meet the goal of reaching determinations on all unfair labor practice
chargeswithin 90.0 percent of the Agency’s timeliness goal, as set forthin Memorandum GC 22-05, Goals
forlInitial Unfairlabor Practice Investigations. This year the Field Offices took an average of 168 days toreach
adetermination, whichis animprovement over FY 2023 but exceeds the goal of 100.1days.

Forthe third consecutive year, the Agency experienced a significantincrease in case intake over the same
periodinFY 2023 (nearly 7.0 percent) and continued understaffing due tono increase in the Agency’s
budget. This fiscal year the Agency implemented a backlog project to assist the Field Officesinthe
processing of cases.

Measure 2: Issue 90.0 percent of pending unfair labor practice cases that, by the end of the fiscal year,
will have been pending before the Board for more than 18 months.

Year Annual Goal Actual Performance

FY 2022 90.0% 81.0%
FY 2023 90.0% 76.0%
FY 2024 90.0% 47.0%
FY 2025 90.0% N/A
FY 2026 90.0% N/A

Board case intake numbers continued at a high-level during FY 2024, with the Board receiving 393 new ULP
andrepresentation cases during the fiscal year, whichis over 22.0 percent higherthan FY 2023. In addition,
the Boardreceived 128 other matters forits consideration during FY 2024. As aresult, FY 2024 hasbeenan
exceptionally busy year for the Board which continued to operate at static staffinglevels. Despite these
challenges, the Board completed work on 59.0 percent of the new matters that came before it during FY
2024. As of theend of FY 2024, 47.0 percent of pending ULP cases had been closed that, by the end of the
fiscal year, would have been pending before the Board for more than 18 months. Overall, betweenboth C
and R cases, the Board completed work on over 70.0 percent of all of its oldest cases during FY 2024,
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Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is 180 days orless.

Year Annual Goal Actual Performance

FY 2022 180 days orless 108 days
FY 2023 180 days orless 106 days
FY 2024 180 days orless 154 days
FY 2025 180 days orless N/A
FY 2026 180 days orless N/A

Atthe end of FY 2024, the median age of all cases pending before the Board was 154 days, whichis well
below the goal of 180 days or less.

Goal 1, Objective 2 - Performance Measure

Measure 1: Conduct annual quality reviews of all Field Offices’ unfair labor practice case files with overall
ratings.

Year Annual Goal Actual Performance

FY 2022 100.0% 100.0%
FY 2023 100.0% 100.0%
FY 2024 100.0% 100.0%
FY 2025 100.0% N/A
FY 2026 100.0% N/A

The Agency conducted quality review of the Field Offices where it reviewed representative samples

of the case work and provided real-time oral and written feedback and guidance. The quality review
encompassed not only areview of the substantive work but also of Agency systems and processes related
thereto. The overallratings willbe issued in FY 2025.

Goal 1, Objective 3 — Performance Measures

Measure 1: Ensure that at least 85.0 percent of Board Orders are closed or advanced to the next stagein
fewer than 300 days.

Year Annual Goal Actual Performance

FY 2022 85.0% 89.2%
FY 2023 85.0% 88.2%
FY 2024 85.0% 77.3%
FY 2025 85.0% N/A
FY 2026 85.0% N/A
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InFY 2024, the Agency closed cases or advanced cases to the next stage in fewer than 300 daysin 17 of 22
cases or /7.3 percent of qualifying cases, missing the 85.0 percent strategic goal target.

The Agencyisfalling short of its targetin FY 2024 not only due to a third year of increased case intake and limited
complianceresources but also Field Offices are completing work on older cases and closing those cases.

Measure 2: Ensure that at least 85.0 percent of Federal Circuit Court Orders are closed or advanced to the
next stage in fewer than 300 days.

Year Annual Goal Actual Performance

FY 2022 85.0% 82.9%
FY 2023 85.0% 67.5%
FY 2024 85.0% 76.3%
FY 2025 85.0% N/A
FY 2026 85.0% N/A

InFY 2024, the Agency closed cases or advanced cases to the next stage in fewer than 300 days in 29 of 38
cases or /6.3 percent of qualifying cases, missing the 85.0 percent strategic goal target.

The Agency s falling short of its targetin FY 2024 not only due to a third year of increased case intake and limited
complianceresources but also Field Offices are completing work on older cases and closing those cases.

Goal 2, Objective 1 - Performance Measures

Measure 1: Reach 85.0 percent pre-election agreement rate in representation elections not involving
issues regarding the way the elections are conducted.

Year Annual Goal Actual Performance

FY 2022 85.0% 95.0%
FY 2023 85.0% 96.0%
FY 2024 85.0% 93.5%
FY 2025 85.0% N/A
FY 2026 85.0% N/A

InFY 2024, the Regions met this measurement, with a pre-election agreement rate of 93.5 percent for cases
notinvolvingissues regarding the manner in which elections are conducted.
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Measure 2: Issue 90.0 percent of pending representation cases that, by the end of the fiscal year, will
have been pending before the Board for more than 12 months.

Year Annual Goal Actual Performance

FY 2022 90.0% 89.0%
FY 2023 90.0% 96.0%
FY 2024 90.0% 94.0%
FY 2025 90.0% N/A
FY 2026 90.0% N/A

The Board maintainedits focus on the timely issuance of decisions inrepresentation casesinFY 2024. As
aresult, the Board achieved excellent results in meeting the 90.0 percent goal for this measure, and by
the end of FY 2024 it had issued decisions in 94.0 percent of its oldest pending representation cases,
exceeding the 90.0 percent goal by 4.0 percent.

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is180 days orless.

Year Annual Goal Actual Performance

FY 2022 180 days or less 108 days
FY 2023 180 days orless 106 days
FY 2024 180 days orless 154 days
FY 2025 180 days orless N/A
FY 2026 180 days or less N/A

Atthe end of FY 2024, the median age of all cases pending before the Board was 154 days, whichis well
below the goal of 180 days orless.

Goal 2, Objective 2 - Performance Measure

Measure 1: Promote awareness of the option to file election petitions electronically, in English or Spanish,
through the Agency’s website.

InFY 2024, the Agency routinely posted on social media in both English and in Spanish and publicized the
availability of aninterpreter when a member of the public contacts the Agency. Onanongoing basis, the
Agency updatesits website in Spanish and otherlanguages.
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Goal 5, Objective 1 - Performance Measures

Measure 1: Increase the number of users who access the NLRB’s English and non-English language digital
resources, including our public website and social media platforms.

Views Per
User -
Spanish

Views
per User-
English

Time Period

Pageviews -

Users - Pageviews -
Spanish Spanish

FY 2024

English

Q12024 779,215 2,787,375 7,683 15,751 2.1
Q22024 679,309 2,266,810 3.4 6,420 12,925 2.0
Q32024 687,108 2,296,482 3.4 8,723 16,235 1.9
Q42024 589,433 2,167,385 3.7 7,874 16,204 2.1
Total 2,735,065 9,518,052 3.5 30.7 61,115 2.0
X (formerly Total
Account | Kgownas | Buesky | Facebook | Tweads | IStagram | folowe
followers count
NLRB 22,200 414 25,000 724 2,133 50,471
NLRBGC 11,300 912 6,200 236 962 19,610
NLRBes 194 N/A N/A N/A N/A 194
NLRBGCes 293 N/A N/A N/A N/A 293
Total
followers by 33,987 1,326 31,200 960 3,095 70,568
platform

InFY 2024, the NLRB Board and the NLRB General Counselhad 70,568 followers across all platforms in
English and Spanish. The Board had 50,665 followers on all accounts in English and Spanish, and the General
Counselhad 19,903 followers across all accounts in English and Spanishin FY 2024,

Measure 2: Increase the number of participants, including foreign language speakers, inthe NLRB’s
outreach to students.

Throughout FY 2024, the Student Ambassador Program continued to reach high school students, many of
themimmigrant students. The ongoing program continued to partner with high schools and expandedits
S-week summer program to reach more individual high school students. The Student Ambassadors’ public
facing projects then expanded outreach beyond the students who directly participatedin the programto
areas outside of the five boroughs of New York, reaching youth inimmigrant and rural communities in the
Northeast and Mid-Atlantic. The studentsinvolvedin the program have reached out to over 7,000 high
school students.
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FINANCIAL AND SYSTEMS HIGHLIGHTS

Operational/Performance Highlights

The Office of the Chief Financial Officer (OCFO) is comprised of four branches: Budget, Acquisitions
Management, Finance, and Internal Control/Risk/Performance (IRP). The OCFO reports to boththe
Chairman and the General Counsel. This structure integrates and enhances Agency financial management.
Specifically, the OCFO focuses on efficiency and effectivenessin financial operations, reliability of financial
reporting, transparency of financial data, and compliance with applicable laws and regulations.

The OCFO continuously seeks to improve discipline, structure, and internal controlin the financial
management lifecycle and throughout the financial management process.

Inlate FY 2024, the OCFO collaborated with the U.S. General Service Administration (GSA) and internal NLRB
offices toimplement the TMF investment. The TMF is a program authorized by the Modernizing Government
Technology Act (Section 1078 of the National Defense Authorization Act for Fiscal Year 2018) that provides
financing to government agenciesin support of theirIT initiatives. All OCFO branches were actively involved
and collaborated on the successfulimplementation of the TMF efforts.

The OCFO also closed all outstanding audit recommendations from previous years and ended the year with
no audit recommendations. This was the result of the outstanding work of the OCFO staff.

Below are some highlights from FY 2024 OCFO activities:

Budget Branch

The Budget Branch successfully executed the Agency’s multi-million-dollar annual appropriation by
ensuring alllabor and mission critical non-labor requirements were fully funded during the fiscal year. The FY
2024 Budget provided $299.2 million for the NLRB to fund the Agency’s statutory mission of resolving labor
disputes through investigation, settlement, litigation, adjudication, education, and compliance. The NLRB
has five program activities that define the major mission functions forbudgetary reporting. InFY 2024,

the Agency obligated $298.6 million (99.8 percent) of its enacted appropriation to support these program
activities leaving approximately 0.2 percent of the budget to support upward obligations that may arise in
FY 2025.

The FY 2024 obligated budget of $298.6 million provided:
B $164.0 millionto support Casehandling

B $98.5 million for Mission Support

B $23.9 million for Board Adjudication
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B 3$10.7 million for Administrative Law Judges
B $1.5millionforInternal Review

Of the total obligations, the NLRB FY 2024 annual staff
compensation (salaries and benefits) accounted for
approximately 79.0 percent or $236.5 million. The Agency
obligated 8.0 percent or $23.4 million to fund GSArent
forthe NLRB officesin Headquarters and Regional Offices
across the country. Spending oninformation technology
amounted to $19.5 million or 7.0 percent while the
remaining 6.0 percent or $19.2 million accounted for non-
labor obligations associated with facilities, security, court
reporting, case-related travel, witness fees, interpreters
and translation services, training, compliance with
Government-wide statutory and regulatory mandates.

Internal
Review 0.5% \
Mission
Support
33.0%
Casehandling
55.0%
Board
Adjudication
8.0% ——

/

Administrative
Law Judges 3.5%

The Budget Branch continued to coordinate its outreach efforts with the program offices to address
enterprise-wide unfunded requirements. During FY 2024, the Budget Branchreassessed the Agency’s
funding requirements and invested over $4.0 million in several high priority programs, including space
alterations, modernization, records management, and IT infrastructure.

In addition to managing the Agency’s annual appropriation, the Budget Branch was responsible for the
budget execution of the TMF no-year funds. At the end of FY 2024, the NLRB entered into an agreement
with the GSAtoreplace the NLRB’s 17-year-old electronic case management system. Of the total
investment of $23.2 million, the NLRB received its first transfer of $7.2 million from the GSAin September and
obligated $3.4 million by the close of FY 2024. The fund balance of $3.8 millionwill carry overinto FY 2025 to
resource the remaining phase one requirements of the case management modernization project.

Finance Branch

InFY 2024, the Finance Branch provided excellent customer service to ourinternal and external customers.
The Finance Branch successfully submitted input to the monthly Government-wide Treasury Account
Symbol Adjusted Trial Balance System (GTAS) and the Central Accounting Reporting System (CARS) to the
U.S. Department of the Treasury (Treasury), Bureau of the Fiscal Service (BFS), ina timely manner.

Inlate FY 2024, the Finance Branch collaborated on the NLRB’s implementation of the TMF case
management system modernization project. The TMFis a funding vehicle thatis used to enhance
cybersecurity and ITinitiatives across the Federal Government.

The Finance Branch established the lines of accounting and the posting logic to properly track the funds
transferredinto the NLRB from the GSA and to facilitate repayments to the GSA. The Finance Branch
collaborated withinternal stakeholders to establish tracking mechanism to promote transparency, improve
decision making, and facilitate the Agency’s reporting requirements to outside oversight bodies.

InFY 2024 the Finance Branch resolved approximately $105,739 thousand in Fund Balance with Treasury
(FBWT) discrepancies with Treasury; and processed 111 backpay schedules totaling approximately $6.7

millionin payments.
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Acquisition Management Branch

InFY 2024, the Acquisition Management Branch (AMB) provided exceptional customer service to internal
and external customers. The AMB leads the development of cost-effective acquisition approaches for

the prevention of waste, fraud, and abuse with the objective of meeting the mission of the NLRB. The AMB
successfully executed allnon-labor funds allocated inthe FY 2024 Operating Plan by September 30, 2024.
The AMB exceeded the Agency’s Small Business goal of 23.0 percent by awarding 75.0 percent of the
NLRB'’s contracts to small businesses.

Charge Card Program

On October17,2014, the President signed Executive Order (EO) 13681 directing the federal government to
establish and maintain safeguards and internal controls for the charge card program. The NLRB evaluated

the charge card program as directed by the guidance provided in OMB Memorandum M-12-12, Promoting
Efficient Spending to Support Agency Operations and OMB Circular No. A-123 Appendix B, A Risk
Management Framework for Government Charge Card Program. The effectiveness of the Agency’s purchase
card program was assessed through enhanced monitoring procedures to detect fraud, waste, and abuse.

The NLRBiis currently using CitiBank online tools and Visa Intellilink to do enhanced monitoring for fraud, waste,
and abuse. The Agency conducted 100.0 percent reviews of purchase transactions to deter fraud, waste, and
abuse as well asidentify areas for enhanced training.

Internal Control, Risk, And Performance Branch

The Internal Control, Risk, And Performance (IRP) Branchreviews and evaluates existing policies, processes,
and procedures to ensure compliance with applicable laws and regulations. The assessments and
evaluations conducted by the IRP Branch involve collaborative efforts with management and staff of various
divisions and program offices within the NLRB. The results of these assessments support short and long-
term strategic decisions. Inaddition, the IRP Branch ensures that mechanisms, rules, and procedures are in
place to:;

B Safeguard operations and the integrity of financial and accounting information,
B Promote accountability, and
B Preventfraud, waste, and abuse.

The IRP Branch provides recommendations and guidance forimprovements to existing policies, processes,
and procedures. It ensures that adequate documentationisin place to support the Chairman and the
General Counsel's annual Statement of Assurance (SOA), whichis published in the annual PAR.

As part of the IRP’s annual assessment to comply with the requirements per the OMB Circular No. A-123,
Management’s Responsibility for Enterprise Risk Management and Internal Control, the IRP Branch
developedtest plans and assessed the design and operating effectiveness of internal controls forall OCFO
operations. The IRP Branch also evaluated and assessed the NLRB’s Entity Level Controls. The results of
these assessments were summarized in a Gap Analysis report that supports the NLRB’s annual SOA.

During FY 2024, the OCFO continued to play a key role in helping the Agency identify, assess, and manage
itsrisks. The IRP Branch conducted agency-wide Enterprise Risk Management (ERM) interviews with
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Risk Owners and Risk Champions to assess the NLRB'’s current ERM maturity level. These interviews were
followed by collaborative sessions with Risk Owners and the Risk Management Council (RMC) to review
andrefine proposed enterpriserisks, further shaping the Agency’s Risk Profile. The ERM trainingwas
alsorevampedinFY 2024 to make it more effective for NLRB stakeholders. The newly developed ERM
training modules are scheduled forrelease in FY 2025. Allthe Agency’s ERM efforts support the Agency’s
commitment to maturing the ERM program and framework.

The IRP Branch worked closely with the NLRB program areas to collect, compile, and summarize the
Agency’s quarterly performance indicators which are reported annually in the PAR. The IRP Branch also
reviewed and assessed quarterly performance data fromvarious program areas to ensure that they align
with the Goals and Objectives establishedinthe Agency’s FY 2022-2026 Strategic Plan. Additionally, the
IRP Branch facilitated the review and completion of the Agency’s PAR.

Systems

The NLRB obtains the majority of its financial systems and services from the Department of the Interior’s
Interior Business Center(IBC). The IBC provides shared services and offers administrative and financial
servicestothe NLRB. The services providedinclude system support for procurement and contracts, payroll
management, finance, accounting, and travel. The NLRB is responsible for overseeing the work produced by
the IBC and ensuring that financial systems and internal controls are in place to fulfill legislated and regulatory
financial managementrequirements. The IBC provides shared services using the following systems:

B Oracle Federal Financials (OFF) - The integrated system of record for all financial transactions.

B Oracle Analytics Server (OAS) - The Interior Business Center’s reporting tool. IBC’s OAS reporting
solutionis a group of over 95 top levelreports, 70 financial/purchasing reports (analysis), 22 payroll
reports (analysis), four credit cards and Do Not Pay reports (analysis) across Oracle modules that the
NLRB can customize to meetits own agency-specific needs.

B Federal Payrolland Personnel System (FPPS) - The personnel system of record that interfaces with the
Oracle system.

B E2Solutions - The eTravel system provided by Carlson Wagonlit (CWTSato), which is the NLRB’s Travel
Management Service. E2Solutions alsointerfaces with the Oracle system.

B Invoice Payment Platform (IPP) -Treasury’s web-based system that provides a single, integrated, secure
system to simplify the management of vendorinvoices. Itis offered at no charge to federal agencies and
theirvendors.

B Governmentinvoicing (G-Invoicing) - Treasury’s platform formanaging intragovernmental transactions
(buy/sell) between federal agencies and their trading partners.

Analysis of Financial Statements

The NLRB prepares annual financial statementsin accordance with U.S. Generally Accepted Accounting
Principles (GAAP) for federal government entities and subjects the statements to anindependent audit to
ensure theirintegrity and reliability in assessing performance. The NLRB'’s financial statements summarize
the financial activity and financial position of the Agency. The financial statements, footnotes, and the
balance of the required supplementary information appear in the Financial Section of the PAR.
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Balance Sheet

The NLRB's assets were $66.5 million as of September 30,2024. The Fund Balance with Treasury (FBWT)

is the NLRB’s largest asset at $55.3 million (83.2 percent). It represents undisbursed balances from
appropriated funds for the past five years and balances held by the NLRB on behalf the Government. Itisan
asset of areporting entity and a liability of the General Fund of the U.S. Government. The FBWT is available
to make expenditures and pay liabilities. The NLRB’s FBWT includes general funds, deposit funds, clearing
accounts, and miscellaneous receipt accounts.

The NLRB’s Property, Plant, and Equipment (PP&E) represents the NLRB’s secondlargest asset at $10.6
million (16.0 percent). The PP&E increased $5.1million (92.3 percent) from the prior year due to capitalized
assets forconstructionin progress and the leasehold improvements for office space alterations.

The NLRB's liabilities were $31.6 million as of September 30, 2024. The liabilities consisted of amounts owed
tovendors, federal government trading partners, and Agency employees.

The Unfunded Annual Leave of $15.4 million accounted for (48.7 percent) of the NLRB's liabilities. The

NLRB employees’ leave remained relatively consistent from the prioryear. InFY 2024, the NLRB received
atransfer of funds from the GSA for the TMF for the investment in case management system moderations.
The NLRB willrepay a portion of the transferred funds back to the GSAin future years. As aresult, Other
Liabilities for the TMF increased $3.6 million (100.0 percent) due to the repayment to the GSA. The Accrued
Funded Payrolland Leave of $4.0 millionincreased by $862 thousand (27.8 percent) due to the accrual
factor calculation appliedin FY 2024 and the timing of payroll processed at the end of the fiscal year.

Accounts Payable for intragovernmental activities of $3.2 millionincreased by $2.1million (196.5 percent)
due toincreases of $1.8 million with the GSA for the construction of the Regional Office space and the
Department of Defense (DOD) security investigations of $207 thousand. The quarterly accounts payable
accruals, the timing of purchase invoices, and paymentsrelated to NLRB’s operational activities also
contributedtotheincrease.

Statement of Net Cost

The NLRB’s appropriationis used to support mission critical activities and to resolve cases associated
with ULP and representation cases filed by employees, employers, and unions. InFY 2024, the net cost of
operations was $320.0 million; 87.0 percent of the costs was used to resolve charges for ULPs and 13.0
percent was used forrepresentation cases. The NLRB absorbedincreasesin cost associated with pay
inflation, investment to support critical IT, and office space alterations.

Statement of Changes in Net Position

The NLRB’s net positionis affected by changes in two components: Unexpended Appropriations and
Cumulative Results of Operations. Unexpended Appropriations include the portion of the entity’s
appropriations represented by undelivered orders and unobligated balances. Unexpended Appropriations
decreased $8.4 million (17.7 percent) due to an increase in expenditures to fund mission support activities
including payroll and benefits, professional services, and space alterations. Cumulative Results of
Operationsreflect the netresults of operations since inception. Cumulative Results Operationsincreased
$5.9 million (58.6 percent) due to netincreases in cost associated with the NLRB’s mission.
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Statement of Budgetary Resources

The Statement of Budgetary Resources shows the budgetary resources available and the status at the

end of the period. This statement also represents the relationship between budget authority and budget
outlays and reconciles obligations to total outlays. ForFY 2024, the NLRB’s total budgetary resources were
$310.9 million whichincluded appropriations of $299.2 million and unobligated balance from prior years

of $11.7 million. InFY 2024, new obligations were $304.7 million and total outlays were $301.5 million. In

FY 2024, the apportioned unexpired balance at the end of the fiscal year was $4.4 million which includes
the unobligated balance of $3.8 million for the no year TMF Fund and $600 thousand for the annual
appropriated fund.

Limitations of Principal Financial Statements

The principal financial statements are prepared to report the financial position, financial condition, and
results of operations, pursuant to the requirements of 31U.S.C. § 3515(b). The statements are prepared from
records of federal entities in accordance with federal GAAP and the formats prescribed by OMB. Reports
used to monitorand controlbudgetary resources are prepared from the same records. Users of the
statements are advised that the statements are fora component of the U.S. Government.
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COMPLIANCE WITH LAWS AND
MANAGEMENT ASSURANCES

Antideficiency Act
The Antideficiency Act (ADA) prohibits an officer oremployee of the U.S. Government from:

B Making orauthorizing an expenditure from, or creating or authorizing an obligation under, any appropriation
orfundin excess of the amount available in the appropriation or fund unless authorized by law;

B Involving the governmentin any obligation to pay money before funds have been appropriated for that
purpose unless otherwise allowed by law;

B Acceptingvoluntary services forthe U.S., oremploying personal services not authorized by law, exceptin
cases of emergency involving the safety of humanlife or the protection of property; and

B Making obligations orexpendituresin excess of an apportionment orreapportionment, orin excess of
the amount permitted by Agency regulations.

There were no known ADAviolationsin FY 2024 at the NLRB.

Debt Collection Improvement Act

The Debt Collection Improvement Act of 1996 (DCIA) was passed as part of the Omnibus Consolidated
Rescissions and Appropriations Act of 1996. It tasked the U.S. Department of Treasury with governmentwide
debt collection responsibilities which focused to maximize the collection of non-tax delinquent debt owed
to the government by requiring agencies to notify the Department of Treasury of debts delinquent more
than 120 days for purposes of administrative offset.

The NLRB isin compliance with the DCIA.

Digital Accountability And Transparency Act

The Digital Accountability and Transparency Act of 2014 (DATA Act) expands the Federal Funding
Accountability and Transparency Act of 2006 (FFATA) to increase accountability and transparency in federal
spending, making federal expenditure information more accessible to the public. The goal of the DATA Act
is to make federal spending more accessible, searchable, andreliable so taxpayers canunderstand the
impact of federal funding for federal programs/entities.

Asrequired by the OMB Memorandum M-15-12, Increasing Transparency of Federal Spending by Making
Federal Spending Data Accessible, Searchable, and Reliable, the NLRB established its own DATA Act Policy
and Standard Operating Procedures to increase the transparency of federal spending asrequired by the
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DATA Act and FFATA Act. The NLRB’s DATA Act Policy was updatedinupdatedin FY 2024 toinclude new
guidance providedin the below OMB Memoranda:

B OMBMemorandum M-20-21, Implementation Guidance for Supplemental Funding Provided in
Response to the Coronavirus Disease 2019 (COVID-19);

B OMBMemorandum M-21-20, Promoting Public Trust in the Federal Government through Effective
Implementation of the American Rescue Plan Act and Stewardship of the Taxpayer Resources; and

B OMBMemorandum M-22-12, Advancing Effective Stewardship of Taxpayer Resources and Outcomes in
the Implementation of the Infrastructure Investment and Jobs Act.

Additionally, the policy was updated to reflect changesin the roles and responsibilities section.

AMBinputs contracts directly into the Federal Procurement Data System - Next Generation (FPDS-NG). AMB has
drafted andimplemented the Independent Verification and Validation Policy to identify inaccurate data within
the Federal Procurement Data System - Next Generation (FPDS-NG) to improve data accuracy and integrity.

The NLRB’s service provider, IBC, has identified the required reportable data elements that will be provided
forustoreport from existing systems.

The NLRB s incompliance with the DATA Act.

Federal Information Security Management Act

The Federal Information Security Management Act of 2002 (FISMA), as amended by the Federal Information
Security Modernization Act of 2014, requires federal agencies to ensure adequate security protections for
federalinformation systems and information. Under this act, federal agencies must submit annual FISMA
reportsto OMB.

InFY 2024, the NLRB maintainedits compliance with the OMB Memorandum M-24-04, FY 2024 Guidance
on FederalInformation Security and Privacy Management Requirements. The Agency consistently
managed risk across all security domains in the CIO FISMA metrics. Furthermore, the NLRB enhanced the
effectiveness of CIO metricsin the following areas:

B Endpoint Detectionand Response (M-22-01)

B GroundTruth Testing and Vulnerability disclosure programs (M-20-32)
B Visibility and Vulnerability detection (M-23-01)

B Adoption of Multifactor Authentication and encryption (EO 14028)

The NLRB complies with FISMA reporting requirements through the submission of quarterly and annual
reports, and the annual Senior Agency Official for Privacy report to OMB as required.

Government Charge Card Abuse Prevention Act

On October17,2014, the President signed Executive Order (EQ) 13681 directing the federal government
to establish and maintain safeguards and internal controls for the charge card program. The NLRB
evaluated the charge card program as directed by the guidance provided in OMB Memorandum M-12-12,
Promoting Efficient Spending to Support Agency Operations and OMB Circular No. A-123 Appendix B, A
Risk Management Framework for Government Charge Card Program. The effectiveness of the Agency’s
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purchase card program was assessed through enhanced monitoring procedures to detect fraud, waste,
and abuse. The NLRB performs annual reviews to evaluate existing policies and procedures to ensure
compliance with applicable laws and regulations including the Federal Acquisition Regulation. In addition,
the NLRB performs reviews using CitiBank’s online tools and Visa Intellilink to do enhanced monitoring for
fraud, waste, and abuse.

Payment Integrity Information Act

The PllIArequires Federal agencies to reportinformation to Congress regarding improper payments.

It aims toimprove efforts to identify and reduce government-wide improper payments by codifying,
updating, andimproving previousimproper payment laws. The PIIA mandates executive branch agencies
toreview programs and activities with outlays exceeding a certain threshold for susceptibility to significant
improper payments. Adetailed report of the NLRB’simproper payments activities is presented in the Other
Information section on page 140.

Fraud Reduction Report

InFY 2024, the NLRB carried out both quantitative and qualitative risk assessments, including a
comprehensive fraudrisk assessment of potential fraud risks at the Agency. This assessment highlighted
potential fraud risks in key sub-process areas: Travel Cards, Back Pay, Time and Attendance, and
Contracts. As part of the FY 2024 internal controls testing, the OCFO evaluated these areas, and the
results confirmed that internal controls related to Travel Cards, Back Pay, Time and Attendance, and
Contracts were found to be operating effectively as designed.

Prompt Payment Act

The Prompt Payment Act was enacted in 1982 to require the federal government to pay their bills on a timely
basis; to pay interest penalties for late payments and to take discounts. Invoices are to be paid within

30 days afterreceipt and acceptance of goods and/or services - or - afterreceipt of a properinvoice
whicheveris later. The Agency made late payments resultingininterest penalties of $71in FY 2024.

Federal Financial Management Improvement Act

The purpose of the Federal Financial Management Improvement Act of 1996 (FFMIA) is to advance federal
financial management by ensuring that federal financial management systems provide accurate, reliable,
and timely financial managementinformation to the government’s managers.

The NLRB isin compliance with FFMIA.

Federal Managers’ Financial Integrity Act

The Federal Managers’ Financial Integrity Act of 1982 requires federal agencies to develop andimplement
appropriate and cost-effective internal controls for results-oriented management. Federal agencies
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are alsorequired to assess the adequacy of those internal controls, identify areas needing improvement,
take corresponding corrective action, and provide an annual SOA regarding internal controls and financial
systems. The annual SOA and management control over financial application controls and financial
reporting submitted by the NLRB'’s service provider follows this section.

The NLRB managementisresponsible for establishing and maintaining an environment throughout the
Agency thatis positive and supportive of internal controls and conscientious management. The NLRB s
committed to management excellence andrecognizes the importance of strong financial systems and an
internal control system that promotes integrity, accountability, and reliability.

Internal control systems are expected to provide reasonable assurance that the following objectives are
being achieved:

B Effectiveness and efficiency of operations
B Reliability of reporting
B Compliance with applicable laws and regulations

In assessing whether these objectives are being achieved, the NLRB used the following standardsin
accordance with OMB CircularNo. A-123, Management’s Responsibility for Enterprise Risk Management
and Internal Control, dated July 15, 2016.

Creating and maintaining an organizational structure that promotes a high
level of integrity and personal and professional standards and sets a positive
and supportive attitude toward internal controls through conscientious
management.

Control Environment

Identification and analysis of risks that could impede the achievement of

Risk Assessment Agency goals and objectives.

Policies, procedures, techniques, and mechanisms to ensure proper
Control Activities stewardship and accountability for government resources and for achieving
effective and efficient programresults.

Information and Ensures that the control environment, risks, control activities, and
Communications performance results are communicated throughout the Agency.

L Assessing the quality of performance over time to ensure that internal
Monitoring

control processes are appropriate and effective.

The NLRB'’s approach to assessingitsinternal controls included the identification and assessment of risks
by designated Agency executives and managers on an Agency-wide basis. Incompleting this annual
review, the designated executives and managers, in conjunction with subordinate staff as needed, used
personal judgment as well as other sources of information to make theirassessments. These sources
included: knowledge gained from day-to-day operations; the OIG audits and investigations; program
evaluations; reviews of financial systems; annual performance plans; and previous management reviews.
The designated executives and managers were responsible for conducting reviews of program operations,
assisting program offices inidentifying risks and conducting internal control reviews, issuing reports of
findings, and making recommendations to improve internal controls and risk management.
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Based ontheinternal controls program, reviews, and consideration of otherinformation, senior
management’s assessment of the NLRB'’s internal controls is that controls are adequate to provide
reasonable assurancein support of effective and efficient operations, reliable financial reporting, and
compliance with applicable laws and regulations.

The Statement of Assurance provided on page 73 isrequired by the FMFIA and OMB CircularNo. A-123,
Management’s Responsibility for Internal Control.

FMFIA Section 2, Management Control

Section 2 of the FMFIArequires federal agencies to report, based on annual assessments, any material
weaknesses that have beenidentified in connection with theirinternal and administrative controls. The
reviews that took place in FY 2024 provide reasonable assurance that NLRB systems and internal controls
comply with the requirements of FMFIA.

FMFIA Section 4, Financial Management Systems

Section 4 of the FMFIArequires that agencies’ financial management systems controls be evaluated
annually. The NLRB evaluated its financial management systems for the year ending September 30,
2024, inaccordance with the FMFIA and OMB Circular No. A-123-Appendix D, Management of Financial
Management Systems-Risk and Compliance. The NLRB’s financial systems, taken as awhole, conformto
the principles and standards developed by the Comptroller General, OMB, and the Treasury. The Agency
alsoreviewed the Statement on Standards for Attestation Engagements No. 18 (SSAE-18) for financial
systems operated by IBC to ensure that any internal control deficiencies identified by theirindependent
auditors did not affect the NLRB's internal controls.
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UNITED STATES GOVERNMENT
NATIONAL LABOR RELATIONS BOARD
WASHINGTON, DC

October 17, 2024
ANNUAL STATEMENT OF ASSURANCE

Management is responsible for establishing and maintaining effective internal controls and
financial management systems that meet the objectives of the Federal Managers’ Financial
Integrity Act of 1982 (FMFIA). The National Labor Relations Board (NLRB) evaluated the
effectiveness of internal controls over reporting, the efficiency of operations, and compliance with
applicable laws and regulations. This evaluation was performed in accordance with Office of
Management and Budget (OMB) Circular No. A-123, Management’s Responsibility for
Enterprise Risk Management and Internal Control. Based on the results of the evaluation, the
NLRB can provide reasonable assurance over the effectiveness and efficiency of its
internal controls over its operations. Additionally, the NLRB has complied with the applicable
laws and regulations as of September 30, 2024. Based on the internal controls testing, the NLRB
can provide reasonable assurance that, the related control objectives were met for the specified
period and no material weaknesses and/or significant deficiencies were identified in the
design or operating effectiveness of the internal controls.

In accordance with the requirements of OMB Circular No. A-123, Appendix A, Management of
Reporting and Data Integrity Risk, the NLRB evaluated the effectiveness of internal control over
financial reporting. This evaluation includes internal controls related to the preparation of the
annual financial statements, and safeguarding of assets. The result of this evaluation provides
reasonable assurance that the NLRB’s internal control over financial reporting was operating
effectively as of September 30, 2024.

The NLRB has submitted all monthly Fiscal Year 2024 Digital Accountability and Transparency
Act (DATA Act) submissions to the U.S. Department of the Treasury as required by the Act.

L aenan WeFenan Lon A ﬁéug;&

Lauren McFerran Jennifer A. Abruzzo
Chairman General Counsel
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PROGRAM PERFORMANCE

Performance Goals and Objectives

This section of the PAR details the NLRB's efforts to meet its strategic and performance goals. The

three mission-related goals of the NLRB’s current Strategic Plan represent the core functions of the
Agency inenforcing the NLRA as efficiently as possible and in amanner that gives full effect to therights
afforded to employees underthe Act. The two support goals further enable the Agency to accomplishits
mission. Please see Appendix D for the list of performance measures for the support goals, as well as the
management strategies for all the Agency goals.

The Board and the General Counsel share acommon goal of ensuring that the NLRA is fully and fairly
enforced. Although they have separate statutory functions, representatives of the Board and the General
Counselworked togetherin developing one comprehensive Strategic Plan and PAR.
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One of the NLRB’s human capital goalsis to create aresults-oriented performance culture that clearly links
employee performance and pay to the attainment of the NLRB'’s strategic goals. The Agency has three
mission-related goals that emphasize individual segments of case processing to promote timely, efficient,
and well-managed casehandling and two support goals that give a broader picture of how the Agency
achievesits mission.

As to Agency successin bringing effective resolution to labor disputes in a timely manner, it should be noted
thatitis difficult foranagency, such as the NLRB, to measure “outcomes” in the sense intended by the
authors of the Government Performance and Results Act of 1993 (GPRA) and the Government Performance
and Results Modernization Act of 2010 (GPRAMA). Inthe representation case area, forinstance, the Agency
does not control or seek to influence the results of elections but strivesinstead to ensure the rights of
employees to freely and democratically determine, through a secret ballot election, whether they wish to
be represented by alabor organization. If the Agency concludes that all the necessary requirements for
conducting an election have been met, it will either direct an election orapprove the parties’ agreement
tohave anelection. The performance measure that the Agency has established for conducting elections
is objective andis not dependent on the results of the election. The true outcome of properly conducted
electionsis employees freely exercising their statutory rights as set outin the NLRA.

The aim of the Agency is to fully effectuate employees’ rights under the NLRA, which also works to
preventindustrial strife and unrest that burdens the free flow of commerce. Anindicator of successinthe
achievement of this aimis labor peace. While itis difficult to quantify by the number of ULPs, the Agency can
quantify commitment to resolve all disputes that are brought before us, and to provide aremedy and ensure
that labor peaceis maintained orrestored. Noting that the Agency cannot sua sponte’investigate the
actions of an employer orlaborunion without a charge being filed, the NLRB established two performance
measures. The timeliness and quality of case processing, from the filing of an ULP charge to the closing of a
case, are the focus of those performance measures.

The tables and narrativesin this section show the proposed annual targets for performance measures and
management strategies for the five-year period covered by the current Strategic Plan (FYs 2022-2026). The
actual historical results achieved for the performance measures and management strategies for FYs 2019 -
2023 canbe foundin Appendix C.

3 AlLatinphrase describing an act of authority taken without formal prompting from another party.
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GOAL1 (MISSION):

ENSURE EFFECTIVE ENFORCEMENT OF THE NATIONAL LABOR RELATIONS ACT THROUGH
TIMELY AND QUALITY CONSIDERATION AND RESOLUTION OF UNFAIR LABOR PRACTICES
WITH APPROPRIATE REMEDIES

Objectives:

Achieve timely consideration and appropriate resolution of unfair labor practice charges
at every stage of processing.

Demonstrate high quality performance in the prosecution and adjudication of meritorious
unfairlabor practice charges.

Promptly pursue remedies for statutory violations.

GOAL1, OBJECTIVE1 - PERFORMANCE MEASURES
GOALNO. 1, OBJECTIVE1, MEASURE1

Measure 1: The Field Office operations reach determinations on all unfair labor practice charges within
90.0 percent of the Agency’s timeliness goal.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 100.1days 100.1days 100.1days 100.1days 100.1days
ACTUAL 84.8 days 266 days 168 days N/A N/A

ForFY 2024, Field Offices did not meet the goal of reaching determinations on all unfair labor practice
chargeswithin 90.0 percent of the Agency’s timeliness goal, as set forthin Memorandum GC 22-05, Goals
forInitial Unfair labor Practice Investigations. This year the Field Offices took an average of 168 days toreach
adetermination, whichis animprovement over FY 2023 but exceeds the goal of 100.1days.

Forthe third consecutive year, the Agency experienced a significantincrease in case intake over the same
periodinFY 2023 (nearly 7.0 percent) and continued understaffing due to no increase in the Agency’s
budget. This fiscal year the Agency implemented abacklog project to assist the Field Officesinthe
processing of cases.

GOALNO. 1, OBJECTIVE1, MEASURE 2

Measure 2: Issue 90.0 percent of pending unfair labor practice cases that, by the end of the fiscal year,
will have been pending before the Board for more than 18 months.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 90.0% 90.0% 90.0% 90.0% 90.0%
ACTUAL 81.0% 76.0% 47.0% N/A N/A
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Board case intake numbers continued at a high-level during FY 2024, with the Board receiving 393 new ULP
and representation cases during the fiscal year, whichis over 22.0 percent higherthan FY 2023. In addition,
the Boardreceived 128 other matters forits consideration during FY 2024. As aresult, FY 2024 has been an
exceptionally busy year for the Board which continued to operate at static staffinglevels. Despite these
challenges, the Board completed work on 59.0 percent of the new matters that came before it during FY
2024. As of the end of FY 2024, 47.0 percent of pending ULP cases had been closed that, by the end of the
fiscal year, would have been pending before the Board for more than 18 months. Overall, betweenboth C
and R cases, the Board completed work on over70.0 percent of all of its oldest cases during FY 2024,

GOALNO. 1, OBJECTIVE1, MEASURE 3

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is180 days orless.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 180 daysorless 180 daysorless 180 daysorless 180daysorless 180 daysorless
ACTUAL 108 days 106 days 154 days N/A N/A

Atthe end of FY 2024, the median age of all cases pending before the Board was 154 days, whichis well
below the goal of 180 days orless.

GOAL1, OBJECTIVE 2 - PERFORMANCE MEASURES
GOALNO. 1, OBJECTIVE 2, MEASURE1

Measure 1: Conduct annual quality reviews of all Field Offices’ unfair labor practice case files with overall
ratings.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 100.0% 100.0% 100.0% 100.0% 100.0%
ACTUAL 100.0% 100.0% 100.0% N/A N/A

The Agency conducted quality review of the Field Offices where it reviewed representative samples

of the case work and provided real-time oral and written feedback and guidance. The quality review
encompassed not only areview of the substantive work but also of Agency systems and processesrelated
thereto. The overallratings will be issuedin FY 2025.
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GOAL1, OBJECTIVE 3 - PERFORMANCE MEASURES
GOALNO. 1, OBJECTIVE 3, MEASURE1

Measure 1: Ensure that at least 85.0 percent of Board Orders are closed or advanced to the next stagein
fewer than 300 days.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85.0% 85.0% 85.0% 85.0% 85.0%
ACTUAL 89.2% 88.2% 77.3% N/A N/A

InFY 2024, the Agency closed cases or advanced cases to the next stage in fewer than 300 daysin 17 of 22
cases or /7.3 percent of qualifying cases, missing the 85.0 percent strategic goal target.

The Agencyisfalling short of its targetin FY 2024 not only due to a third year of increased case intake and limited
compliance resources but also Field Offices are completing work on older cases and closing those cases.

GOALNO. 1, OBJECTIVE 3, MEASURE 2

Measure 2: Ensure that atleast 85.0 percent of Federal Circuit Court Orders are closed or advanced to the
next stage in fewer than 300 days.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85.0% 85.0% 85.0% 85.0% 85.0%
ACTUAL 82.9% 67.5% 76.3% N/A N/A

INFY 2024, the Agency closed cases or advanced cases to the next stage in fewer than 300 days in 29 of 38
cases or /6.3 percent of qualifying cases, missing the 85.0 percent strategic goal target.

The Agency s falling short of its target in FY 2024 not only due to a third year of increased case intake and limited
complianceresources but also Field Offices are completing work on older cases and closing those cases.

GOAL 2 (MISSION):

PROTECT EMPLOYEE FREE CHOICE WITH TIMELY AND EFFECTIVE MECHANISMS TO
RESOLVE QUESTIONS CONCERNING REPRESENTATION

Objectives:

1. Achieve timely resolution of all questions concerning representation of employees.

2. Increase employees’ opportunities to freely participate in election proceedings by
making appropriate and effective use of technology.
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GOAL 2, OBJECTIVE 1 - PERFORMANCE MEASURES
GOALNO. 2, OBJECTIVE 1, MEASURE1

Measure 1: Reach 85.0 percent pre-election agreement rate in representation elections not involving
issuesregarding the way the elections are conducted.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85.0% 85.0% 85.0% 85.0% 85.0%
ACTUAL 95.0% 96.0% 93.5% N/A N/A

In FY 2024, the Regions met this measurement, with a pre-election agreement rate of 93.5 percent for cases
notinvolvingissuesregarding the mannerin which elections are conducted.

GOALNO. 2, OBJECTIVE1, MEASURE 2

Measure 2: Issue 90.0 percent of pending representation cases that, by the end of the fiscal year, will
have been pending before the Board for more than 12 months.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 90.0% 90.0% 90.0% 90.0% 90.0%
ACTUAL 89.0% 96.0% 94.0% N/A N/A

The Board maintainedits focus onthe timely issuance of decisions inrepresentation casesinFY 2024. As
aresult, the Board achieved excellent results in meeting the 90.0 percent goal for this measure, and by
the end of FY 2024 ithadissued decisionsin 94.0 percent of its oldest pending representation cases,
exceeding the 90.0 percent goal by 4.0 percent.

GOALNO. 2, OBJECTIVE1, MEASURE 3

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is180 days orless.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 180 daysorless 180daysorless 180 daysorless 180daysorless 180 daysorless
ACTUAL 108 days 106 days 154 days N/A N/A

At the end of FY 2024, the median age of all cases pending before the Board was 154 days, whichis well
below the goal of 180 days orless.

GOAL 2, OBJECTIVE 2 - PERFORMANCE MEASURES
GOALNO. 2, OBJECTIVE 2, MEASURE1

Measure 1: Promote awareness of the option to file election petitions electronically, in English or Spanish,
through the Agency’s website.

InFY 2024, the Agency routinely posted on social media in both English and in Spanish and publicized the
availability of aninterpreter when a member of the public contacts the Agency. Onanongoing basis, the
Agency updatesits website in Spanish and otherlanguages.
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GOAL 3 (SUPPORT):
ACHIEVE ORGANIZATION EXCELLENCE AND SERVE AS AMODEL EMPLOYER

Objectives:

1.  Improve employee morale and laborrelations

2. Increase opportunities for career enhancement through employee development

3. Recruit andretain atalented and diverse workforce

GOAL 3, OBJECTIVE1 - PERFORMANCE MEASURE
GOALNO. 3, OBJECTIVE 1, MEASURE1

Measure 1: Maintain a target employee engagement index score of 67.0 percent on the Federal Employee
Viewpoint Survey (FEVS), and in subsequent years establish new initiatives with the goal of increasing
employee engagement.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 67.0% 67.0% 67.0% 67.0% 67.0%
ACTUAL 75.0% 78.0% 72.0% N/A N/A

Ongoing work as the Human Capital Planning Office continues to meet with managers and supervisors to
address FEVS results and work toward improving employee morale and employee engagement. Effective
leadership communication continues to be a key strategy in driving continued improvements in satisfaction
and commitment. Work continues at leveraging best practices to strengthen a culture of higher employee
engagement, whichincluded expanding Exit Surveys to separating bargaining unit members. The NLRB
achieved a72.0 percent Employee Engagement Index score onthe 2024 FEVS.

GOAL 3, OBJECTIVE 2 - PERFORMANCE MEASURE
GOALNO. 3, OBJECTIVE 2, MEASURE 1

Measure 1: Satisfaction percentage rating (65.0 percent or above) of the “Talent Management Index”
using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65.0% 65.0% 65.0% 65.0% 65.0%
ACTUAL 72.0% 75.0% 71.0% N/A N/A

Recruitment, retention, and developmental activities have been ongoing throughout the year with
various initiatives designed to attract, motivate, and retain a diverse talent pool. The Agency continued
to leverageitsrecruitment, retention, and developmental opportunities by using the Presidential
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Management Council, Interagency Rotation Program (PMC/IRP), and the Strategic Recruitment Program
to partner with employeesin Headquarters and the Field Offices onrecruitment outreach initiatives and
other development opportunities.

The NLRB achieved a 71.0 percent Talent Management Index score using the 2024 FEVS results.

GOAL 3, OBJECTIVE 3 - PERFORMANCE MEASURES
GOALNO. 3, OBJECTIVE 3, MEASURE1

Measure 1: Satisfaction percentage rating (65.0 percent or above) for the “Job Satisfaction Index” using
the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65.0% 65.0% 65.0% 65.0% 65.0%
ACTUAL 72.0% 70.0% 63.0% N/A N/A
The NLRB achieved a 63.0 percent Job Satisfaction Index score using the 2024 FEVS results.

GOALNO. 3, OBJECTIVE 3, MEASURE 2

Measure 2: Satisfaction percentage rating (65.0 percent or above) for the “Support for Diversity Index”
using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65.0% 65.0% 65.0% 65.0% 65.0%
ACTUAL 67.0% 79.0% 75.0% N/A N/A

Agency has two Employee Resource Groups (ERG). The NLRB Pride ERG (launchedin FY 2023) was
organized for the purpose of providing solidarity among the Agency’s LGBTQIA+ employees, allies, and
friends. It also seeks to promote greaterinclusion of LGBTQIA+ employees at the Agency while raising
awareness of issues that impact the LGBTQIA+ community. The NLRB Asian Americans, Native Hawaiians,
and Pacific Islanders (AANHPI) ERG was organized to provide aninclusive and safe forum for NLRB AANHPI
employees and allies to discuss issues that are specific andimportant to the AANHPI communities, and
toincrease the Agency’s understanding of these specific and myriad issues facing different AANHP!I
communities. The Chief Diversity Officer (CDO) continues to market and promote the ERG program, the
benefits to ERG members, and the benefits to the Agency.

The CDO continues to support the agency’s employees with disabilities throughits newly established
Disability Program. The programis designed to be a “one-stop” shop for disability information with a
dedicated Disability Program SharePoint site, and trained Disability Program Managers to lead and meet
the program’s goals. The Agency also formally adopted strategic recruitment goals forindividuals with
disabilities and individuals with targeted disabilities and embedded into its recruitment policy. The NLRB
heldits first Disability Mentoring Day Program targeted to individuals with disabilities attending colleges
and universities. The event was themed “Breaking Barriers: Building a Diverse Workplace” with focus was
onequalaccesstoinformation and services. It featured opening remarks from the Agency’s leadership,
breakout sessionsled by the Office of Equal Employment Opportunity (OEEQO), the Office of Human
Resources (OHR), and a guest speaker. The event was well attended.
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To support the Agency’s veterans, the CDO established the NLRB's first Veterans Program and Veterans
Program Coordinator (VPC). InFY 2024, the VPC highlighted the Agency’s veterans through video media
in observance of Veterans Day, which received favorable feedback. The VPC also created a dedicated
SharePoint site under the DEIA page and ensures that veteraninformationisincludedinthe agency’s
quarterly DEIA newsletter.

To continue our progress with DEIA, we held a series of Unconscious Bias trainings to define various types

of unconscious biases; identify where these biases come from and how they are engrained in our decision
making; successfully confront unconscious biases individually; Identify the effects of unconscious biasesin
the workplace; exhibit how to implement an unconscious bias-based training in the workplace; and, identify
the steps forhandling anunconscious bias-based complaint at work.

Lastly, we Launched a DEIA self-assessment tool to assist us with meeting the agency’s DEIA Strategic
Plan goals. The Agency’s Chief Diversity Officer has enlisted the support of Go Culture who will serve as
our strategic partner. Go Cultureis ahumanresources solutions organization that helps measure, train,
and certify the entire workforce in DEIA aptitudes (attitudes, thoughts, behaviors). This intuitive program
engages employeesin self-awareness and needs-based learning in orderto meet employee-specific
talent-development needs. The Go Culture assessment process collects data about ourindividual actions,
attitudes, skills, and beliefs on various topics related to 15 DEIA factors. The 15 factorsinclude equity
through trust; inclusivity; risk & fearin change; fostering flexibility; open-mindedness; sensing supportive
systems; neurodiversity & adaptability; allyship throughrelating; emotionalintelligence; family’s influence;
unconscious bias; navigating uncertainty; belonging; resilience & grit; and talking through diversity.

Once completed, the Go Culture tool provides customized scores, and training strategies tailored to an
individual’s needs.

The NLRB achieved a75.0 percent DEIAIndex score onthe 2024 FEVS results.

GOAL 4 (SUPPORT):

MANAGE AGENCY RESOURCES EFFICIENTLY AND IN A MANNER THAT INSTILLS
PUBLIC TRUST

Objectives:

Make effective use of Agency’s resources by proactively planning how best to
deploy those resources, and continually monitor and reevaluate the execution

of such plans to ensure we have strong processes and internal controls in place
toidentify and prevent any misuse or inefficienciesin the allocation of Agency
resources.

Conduct allinternal and external Agency business in an ethical and timely manner.

Develop a culture of Enterprise Risk Management (ERM) and Internal Controls to
support the Agency’s decision-making process.
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GOAL 4, OBJECTIVE1 - PERFORMANCE MEASURES
GOALNO. 4, OBJECTIVE1, MEASURE 1

Measure 1: Achieving a clean audit opinion by ensuring that OCFO’s operations are guided by appropriate
processes and internal controls.
OCFO - Acquisition Management Branch

B Submitted the NLRB monthly DATA Act information timely to OMB by its respective FY 2024
reporting dates.

B Updatedthe AMB Policy. The AMB Policy shall be used as areference to support acquisition
professionals in their daily operations and management responsibilities.

B Issuedthe NLRB Intra-Governmental Payment and Collection (IPAC) Guidance. The IPAC Guidance
supplements the Contracting Officer’s Representative (COR) Handbook. The Guidance provides
directionto CORs and Points of Contactsregarding the IPAC process.

The NLRB continues to support minority business enterprises for contract awards.

Small Business Goal Status*

SBA NLRB
Socio- Government NLRB NLRB NLRB NLRB Statistics
economic Wide Small Statistics Statistics Statistics Statistics Overall
Category Business Q1FY 2024 | Q2FY 2024 | Q3FY 2024 | Q4 FY 2024 FY 2024
Goals
Small
. 13.0% 69.6% 8.3% 26.8% 74.2% 62.7%
Disadvantaged
8(a)* 0.0% 37.8% 0.9% 20.6% 49.8% 42.3%
Senviee Diszislee 3.0% -0.1% 0.0% 0.0% 2.2% 1.6%
Veteran Owned**
Women Owned 5.0% 16.9% 25.4% 22.6% 1.5% 6.9%
HUBZone 3.0% 0.0% -0.7% 0.0% 1.5% 1.1%
Small Business 23.0% 79.1% 71.9% 74.6% 75.8% 75.6%

*8(a)is not designated as separate categories by the SBAwhen establishing Goals. The NLRB defines our small business goals by
separating this category.

**InFY 2024, the NLRB was below in two out of the five government wide goals due to de-obligations and spending being putin areas
that were either for an existing contract or the requirement exceeded small business capabilities.

OCFO - Budget Branch

B Developedand managed the Agency’s four FY 2024 Continuing Resolutions.

B Formulatedthe Agency’s FY 2024 Operating Plan and received Board approval.

B Submitted the FY 2025 Congressional Justification on time.

B Developed Status of Funds Reports and provided budget briefings to the Agency Leadership.
B Maintained an Agency Unfunded Requirements List.

B UploadedallfourFY 2024 Quarterly Apportionments in Oracle Federal Financialsin a timely manner.
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B Conducted mid-yearbudgetreviews with program offices.
B Completedthe FY 2024 budget execution forthe year-end closing process by September 30,2024.
B Submittedthe FY 2026 Budget Requestto OMB ontime.

OCFO - Finance Branch
B Submittedtimely FY 2024 Central Accounting Reporting System (CARS)/Statement of Transactions
(SOTs) reporting to BFS monthly by its respective reporting window close (3rd workday of the month).

B Metthe FY 2024 Treasury deadlines. Submitted timely Governmentwide Treasury Account Symbol
Adjusted Trial Balance System (GTAS) reports to Treasury’s Bureau of the Fiscal Service (BFS), on a
monthly basis, by itsrespective FY 2024 reporting window closing dates: December 19, January 19,
February 20, March 19, April 17,May 17, June 20, July 18, August 19, September 19, and October18,2024.

B Metthe FY 2024 Treasury deadlines. Submitted timely quarterly Intragovernmental Material Difference
Report (MDR) to Bureau of the Fiscal Service (BFS) by the FY 2024 reporting window closing dates:
January 31, April 29, and July 30, 2024.The fourth quarter reporting datais on target for submission by
December?2,2024.

B Metthe FY 2024 Treasury deadlines. Submitted timely Treasury Report on Receivables (TROR) to BFSon a
quarterly basis by the FY 2024 reporting window closing dates: January 31, April 30, and July 31,2024. The
fourth quarterreporting datais ontarget for submission by November12,2024.

B Providedtimely quarterly updates on the recommendations per the corrective action plan. Closed prior
year financial audit notices of findings and recommendations (NFRs).

OCFO - Internal Control, Risk, and Performance Branch

B Executed quantitative and qualitative risk assessments including a fraud risk assessment for OCFO
operations.

B Reviewed andupdated FY 2024 OCFO Process Narratives to ensure key financial internal control
documentationwas current and accurate.

B Completedthe OMB CircularNo. A-123 required assessment of Internal Controls and Entity level Controls
(ELCs)and documented the resultsin a GAP Analysis Report.

B Facilitated the Federal Managers’ Financial Integrity Act (FMFIA) self-assessment survey with NLRB
managers and provided the results to the Internal Control Committee (ICC).

B Revisedthe Agency’s ERM Policy toincorporate industry best practices.
B Continuedto conduct ERMinitiatives to develop the Agency’s risk profile.

B Maintained and reviewed the Agency’s Internal Control Policy.

GOALNO. 4, OBJECTIVE1, MEASURE 2

Measure 2: Continue to support telework by employees and contractors, as well as virtual access to
Agency processes by members of the public, to create opportunities to reduce costs associated with
maintaining the Agency’s footprintin its Headquarters and Field offices, in accordance with General
Service Administration (GSA) directives.

Telework s offered to the majority of employees and continues to be a cost saving measure with the
agency’sreduction of its workplace footprint. The Facilities and Property Branch (FPB) conducted an
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annual space assessment of all NLRB locations to identify the best space utilization for offices. From the
assessment, a cost estimate was generated to reduce or eliminate space. Projects will be executed based
on funding availability. There are currently numerous projects in the works. These projectsinclude the
Headquarters, R-2 New York, R-3 Buffalo, R-6 Pittsburgh, R-10 Atlanta, RO-10 Birmingham, RO-10 Nashville,
SR-24 San Juan, SR-17 Overland Park, SR-30 Milwaukee, SR-37 Honolulu, R-22 Newark, R-25 Indianapolis,
SR-33 Peoria, R-28 Phoenix, and R-31 West Los Angeles.

GOAL 4, OBJECTIVE 2 - PERFORMANCE MEASURES
GOALNO. 4, OBJECTIVE 2, MEASURE1

Measure 1: Make progress towards an employee satisfaction percentage rating (65.0 percent or above)
for the Agency’s ethical culture using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65.0% 65.0% 65.0% 65.0% 65.0%
ACTUAL 71.0% 75.0% 68.0% N/A N/A

The Ethics Office supports Agency leadership in maintaining a vigorous and robust ethical culture by fully
and timely complying with all relevant federal laws, regulations, applicable executive orders, management
directives, and policiesrelated to ethics in the workplace including by meeting all regulatory requirements
under the Ethicsin Government Act (EIGA) and 5 C.F.R.§ 2638.104. During FY 2024, the Agency provided
Initial Ethics Training to collected, reviewed, and certified financial disclosure reports (both public and
confidential), ensured that all financial disclosure filers completed Annual Ethics Briefings as required,
submitted all required reports to OGE (i.e., data calls, 1353 Semi-Annual Reports for Travel Payments

from Non-Federal Sources, Annual Agency Ethics Program Questionnaire, Program Review Requests),
coordinated with our partnersin the OHR to communicate with new hires and newly appointed supervisors
about their ethical obligations, and provided post-employment guidance to employees separating from
government service. The Agency also provided PAS Officials and Political Appointees withimportant
information about the Biden Ethics Pledge (Executive Order13989) limitations, particularly focusing
onrecusals and gifts. To further support this category of employee, the Agency reviewed all speaking
engagementinvitations to ensure that the meeting or conference complied with the applicable ethics
regulations, including the Ethics Pledge paragraph 2.

In addition, the Ethics Office supported the NLRB’s commitment to a strong ethical culture by:

B Providing periodic reminders about the Hatch Act and whenit applies to an employee’s partisan political
activities.

B Notifyingemployees when OGEissues a new regulation or provides updated guidance concerning
existingregulations.

B Developing briefing materials and training programs that educate new Officersin Charge (OIC) and
Regional Directors about the role of the Ethics Office in supporting the work of the Agency.

B Coordinatingwith partnersin OCIO to develop technical solutions foridentifying potential recusals and
tracking the submission and disposition of ethicsinquiries.
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B Developing and distributing government and legal ethics resources on a variety of topics for all levels of
employees to support the mission work of the Agency.

B Providing comprehensive ethics guidance to individual employees whenrequested.

B Evaluatinginitiatives proposed by various offices to ensure that the initiatives were executed in an ethical
manner.

B Providing one-on-one Ethics Briefings when needed, including to officials new to government service
and attorneys coming to the Agency from private practice.

B Managing the collection of data to promptly respond to the State Department’s survey of giftsin excess
of $480 givento orreceived from Foreign Individuals during CY 2023.

B Proactivelyidentifying and providing risk mitigation guidance to address potential ethical vulnerabilities
in existing ethics protocols and guidelines.

B Partnering with OCIO to develop additional online forms and checklists which help the office efficiently
collectinformation and process ethicsinquiries.

B Evaluating Presidential nominee reports for potential conflicts and assisting these nominees in updating
theirreports to ensure that all required information is accurately recorded.

Lastly, the Ethics Office is tasked with managing the Agency’s Financial Disclosure Programinaccordance
with EIGA and the Stop Trading on Congressional Knowledge (STOCK) Act. This involves providing one-on-
one assistance to confidential and public financial disclosure filers; identifying individuals required to file
New Entrant and Termination reports as they transition into and out of a filing position; reviewing all reports
forcompliance and sufficiency within 60 days of receipt and providing individual guidance concerning
potential conflicts based onthe review of these reports.

The NLRB achieved a 68.0 percent Ethical Culture Index score using the 2024 FEVS results.
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GOALNO. 4, OBJECTIVE 2, MEASURE 2

Measure 2: Continue to respond to FOIA inquiries in a timely manner.

FOIA PAR Performance Measures: FY 2024 Accomplishments:

Respondto atleast 65.0 percent of
initial FOIA requests within 20 working
days.

By the end of the fiscal year, close the
ten oldest cases (asreportedin the prior
FOIA Annual Report) that are not subject
tolitigation and/ordo not require
consultation and response from outside
Agencies and/or the White House.

Respondto atleast 80.0 percent of
statutory appeals within 20 working
days.

Postonthe Agency’'s website the
Division of Advice memoranda and case
closing emails by the 30th of the month
following the monthinwhich the case
closed.

Maintain a year-to-year backlog of less
than10.0 percent of all FOIArequests
received.

Cumulatively during FY 2024, the Agency processed 2,579
FOIArequests, of which 2,165 were processedin 20 days or
fewer for a timeliness compliance rate of 84.0 percent.

Cumulatively during FY 2024, the Agency closed 66.6 percent
(4 of 6) of the oldest cases asreportedinthe FY 2023 FOIA
Annual Report that are not subject tolitigation and/or do
notrequire consultation from outside entities. (Note: This
calculationreflects the exclusion of 4 of the oldest cases
reportedinthe FY 2023 FOIA Annual Report because they
remain open due to ongoing litigation and are thus excluded
from this metric.)

Cumulatively during FY 2024, the Agency processed 12 FOIA
appeals,11of whichwere processedin 20 days or fewer for a
timeliness compliance rate of 91.7 percent.

Cumulatively during FY 2024, Division of Advice memoranda
and case closing emails were processed and, if appropriate,
timely posted on the Agency website each monthin full
compliance with the performance measure.

At the end of FY 2024, the Agency carried a backlog of 26
requests of a total of 2,829 received, forabacklog of 0.9
percent.

GOAL 4, OBJECTIVE 3 - PERFORMANCE MEASURES

GOALNO. 4, OBJECTIVE 3, MEASURE1
Measure 1: Reach an ERM maturity level-3 by FY 2026.

B Updatedthe Agency’s ERM Policy toincorporate industry best practices, establishing clear risk

tolerances foreachrisk category.

B Continuedto collaborate with OCIO in making updates to the Enterprise Risk Management System
(ERMS) to facilitate the NLRB’s ERM activities (tracking, assessing, and prioritizing the Agency’s most

significantrisks).

B Facilitated the Agency’s quarterly Risk Management Council (RMC) meetings and the ERM Working Group
sessions with ERM stakeholders from various divisions to enhance collaboration and effectivenessinrisk

management.

B Provided multiple ERM trainings forrisk owners and risk champions to aid the Agency inits ERM efforts.

B Improvedthe NLRB’s ERM training content by collaborating with OED to record 5 on-demand training
modules forrisk champions and allNLRB employees to be released in FY 2025.
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B Contracted the ERM development to anindustry-leading contractor to support the NLRB ERM effort.
Contract actions were completed by 8/15/2024.

B Updatedaroadmap forreaching ERM Maturity level-3 by FY 2026.

B Completedthe NLRB Maturity Assessment with job-aid.

B Employed ERMresources whichincluded anew IRP Director to support efforts to mature the ERM
program and implementation process.

B Continuedto develop the Agency’srisk profile by engaging in ERM discussions with risk champions and
risk owners. Reviewed 34 risks submitted by risk champions, forwarding 21 risks to the RMC, of which 18
were accepted as Enterprise Risks.

1.

GOAL S5, OBJECTIVE1 - PERFORMANCE MEASURES
GOALNO. 5, OBJECTIVE1, MEASURE1

Improve agency outreach and public engagement, especially among members of

underserved communities.

GOAL 5 (MISSION):
IMPROVE PUBLIC AWARENESS OF AGENCY MISSION AND ACTIVITIES

Objectives:

Measure 1: Increase the number of users who access the NLRB’s English and non-English language digital
resources, including our public website and social media platforms.

Pageviews -

English

Views
per User-

Users -
Spanish

Pageviews -
Spanish

Views Per
User -

Time Period Users -
FY 2024 English
Q12024 779,215
Q22024 679,309
Q32024 687,108
Q42024 589,433

Total 2,735,065

2,787,375
2,266,810
2,296,482
2,167,385
9,518,052

English

3.6
3.4
3.4
3.7
35

7,683
6,420
8,723
7,874
30.7

15,751
12,925
16,235
16,204
61,115

Spanish
21
2.0
1.9
21
2.0
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X (formerly

Total
known as Facebook Instagram
Acecount Twitter) Bluesky followers Uizl followers f<:(>:ILch'\1lte r
followers
NLRB 22,200 414 25,000 724 2,133 50,471
NLRBGC 11,300 912 6,200 236 962 19,610
NLRBes 194 N/A N/A N/A N/A 194
NLRBGCes 293 N/A N/A N/A N/A 293
Total
followers by 33,987 1,326 31,200 960 3,095 70,568
platform

InFY 2024, the NLRB Board and the NLRB General Counselhad 70,568 followers across all platforms in
English and Spanish. The Board had 50,665 followers on allaccounts in English and Spanish, and the General
Counselhad 19,903 followers across allaccounts in English and Spanishin FY 2024.

GOALNO. 5, OBJECTIVE1, MEASURE 2

Measure 2: Increase the number of participants, including foreign language speakers, in the NLRB’s
outreach to students.

Throughout FY 2024, the Student Ambassador Program continued to reach high school students, many of
themimmigrant students. The ongoing program continued to partner with high schools and expandediits
Z-week summer program to reach more individual high school students. The Student Ambassadors’ public
facing projects then expanded outreach beyond the students who directly participatedin the programto
areas outside of the five boroughs of New York, reaching youth inimmigrant and rural communities in the
Northeast and Mid-Atlantic. The studentsinvolvedinthe program have reached out to over 7,000 high
school students.
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FACTORS AFFECTING AGENCY
PERFORMANCE

Various factors can affect Agency performance as awhole, in addition to each goal, objective, and
performance measure contained in the NLRB'’s strategic and annual performance plans. These factors
include caseintake, budgetary constraints, settlements, Board Membervacancies, the potential effect
of case precedent and statutory changes, nationwide work-related activities by external entities,
technological advances, and economic fluctuations, and other externalities.

Case Intake

The Agency’s FY 2024 case intake totals 24,587 and includes 21,300 ULP cases and 3,287 representation
cases. The NLRB Board agents effectively and efficiently process all cases that are brought to the

Agency by the general public. Comprehensive and complex matters that come before the Agency are
often attributable to external factors, such as: lasting economic and workplace changes resulting from

the COVID-19 pandemic; ongoing nationwide efforts to improve the wages and working conditions of
workersin the retail, technology and fast food industries; the increased prevalence and evolving tools and
usage by employees of technology and social mediain and outside of the workplace to discuss terms and
conditions of employment with one another, and the related handbook provisions and workplace rules
generated therefrom; bankruptcies; the ubiquitous use of artificial intelligence and restrictive covenants
affecting workers ability toimprove theirworkplaces; challenging questions regarding jurisdiction over
certain enterprises;increased understanding of statutory applicationin non-union workplaces; and difficult
questions concerning single, joint, and successor employerrelationships, and supervisory status, as well as
defining employees covered underthe NLRA.

Budgetary Constraints

The Agency’s annual appropriation directly impacts the Agency’s ability to enforce the Act effectively and
efficiently. Afterbeing flat funded foralmost a decade, in FY 2023 Congress gave the NLRB a $25.0 million
increase, whichended a hiring freeze, prevented furloughs, and allowed the NLRB to backfill some critical
staff vacancies. However, inthe Consolidated Appropriations Act, 2024 (P.L.118-47, Congress flat-funded
the NLRB at $299.2 million at a time when more resources remain desperately needed. While the Agency
remains committed to its mission to serve the public in enforcing the Act such resource constraints and having
to absorb andimplement unfunded legislative mandates have severely limited the Agency’s ability to invest

in critical priorities. The Agency recognizes and appreciates the support even during what appears to be an
extremely trying federal budgetary environment. Nevertheless, enhanced annual discretionary appropriations
remain critical. The Agency urgently needs additional resources to supportincreasing labor costs associated
with our current workforce, but even more importantly to rebuild staffing levels after years of decline,
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especially in our Field Offices where the vast majority of the workis done. Similarly, resources are neededto
continue the Agency’s modernization efforts of its IT systems, both to support timely case processing and to
continue expanding public access to the Agency’s resources, especially among underserved populations.
The NLRB s one of the most cost-effective investmentsin the federal government. Foranexample, in FY
2024, the NLRB recovered more than $56.5 million on behalf of the American workforce. However, additional
budgetary supportis essential to our ability to fully effectuate the Act.

Settlements

The initial processing and disposition of new case filings in the Regional Offices drives the intake for other
stages of the casehandling pipeline. Overthe past few years, more than 90.0 percent of those cases in which
meritis found are settled. While the Agency has experienced outstanding successin achieving the voluntary
resolution of ULP and representation cases, the settlementrate s, of course, not entirely subject to the
Agency’s control. When the process becomes formal and litigation takes over, the Agency’s costsincrease.

Board Member Terms

The staggering of Board Members terms and the filling of a vacant seat by an individual who willnot be a
Board Memberfora full term has the potential to impair Board productivity, as extended vacancies that
occurunder this system can delay the issuance of cases because the Board’s overall capacity is reduced
and successive Board Members often have to get up to speed on the same case matters.

Potential Effect of Statutory Changes

Delays in confirming the President’s nomination of the General Counselimpair the NLRB’s ability to fully
effectuate important policies and initiatives to enforce the Act.
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Program Evaluation

The NLRB uses various governance mechanisms to evaluate whether programs are achieving their GPRA
goals and other performance targets. Both the Board and General Counselregularly track the status of all of
theirrespective cases to determine performance against yearly targets that support the Agency’s strategic
goalsand measures.

Onthe Board-side of the Agency, a group of senior management officials, including, among others,

the Deputy Chief Counsels of each of the Board Members, the Director of the Office of Representation
Appeals, and the Executive Secretary, periodically review the status of cases, prioritize cases, and develop
lists of cases that the Board Members jointly focus onin order to facilitate the issuance of decisionsin
those cases. Theserepresentatives also report back to the Board Members on performance data and staff
workload, among otherissues. The Board has an electronic case management system that captures all
case events and milestonesin a database from which case production reports are generated. The Board
Members also regularly meet and communicate with each other to discuss case priorities and the overall
processing of cases.

InFY 2024, the Division of Judges closed 153 hearings, issued 139 decisions and achieved 310 settlements.
The NLRB also tracks how the various circuit courts have treated the Board’s cases on appeal. InFY 2024,
the U.S. Courts of Appealsruled on Board decisionsin 51enforcement and review cases. Of those cases,
80.4 percent were enforced or affirmed in whole orinpart.

The General Counsel’'s Office haslong had an evaluation programin place to assess the performance of its
Headquarters and Regional operations. The Division of Operations-Management regularly reviews case
decisions to determine the quality of litigation. Other NLRB offices, such as the Office of Appeals, Division of
Advice, and Division of Legal Counsel, provide valuable insight and constructive feedback on the performance
and contributions of Field Offices. Top Agency management also meets regularly with relevant committees of
the ABA to obtainfeedback on theirmembers’ experiences practicing before the NLRB.

Withrespect to the Regional Offices, the Quality Review Program of the General Counsel’s Division of
Operations-Management reviews ULP, representation, and compliance case files throughout the year to
ensure that they are processed in accordance with substantive and procedural requirements, and that the
General Counsel’s policies are implemented appropriately. Those reviews assess, among other things, the
quality and completeness of the investigative file, the implementation of the General Counsel’s initiatives
and priorities, and compliance with Agency decisions. Due to the budgetary constraints as aresult of

the Agency being flat level funded for nine straight years, personnel from the Division of Operations-
Management have not conducted site visits of the Field Offices; however, through the use of technology,
interactions have taken place throughout FY 2024, such as conducting “town hall” meetings with the
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different offices. Inaddition, to assess the quality of litigation, Operations-Management reviews all ALJ and

Board decisions that constitute a significant prosecutorial loss in evaluating the Field Offices’ performance.
The Regional Offices’ performance with regard to quality, timeliness, and effectivenessinimplementing the
General Counsel’s prioritiesis also incorporatedinto the Regional Directors’ annual performance appraisals.

The Office of the General Counselisregularly informed of Regional Office activities, including the
settlement andlitigation successrates of ULP cases. InFY 2024, Regional Offices found meritin 39.5
percent of ULP cases filed of which over 96.3 percent settled. The Regional Office won 93.1percent of ULP
and Compliance mattersinwhole orin part. Atotal of over $56.5 million was recovered in backpay, fines,
duesandfeesand 1,217 employees were offered reinstatement. InFY 2024, the Regions obtained pre-
electionagreementsin 93.5 percent of representation cases.

In addition to the evaluation of Regional Office activities, the Office of the General Counsel monitors the
litigation successrate before district courts with regard to injunction litigation. InFY 2024, the ILB received
160 cases from Regional Offices to consider whether to seek discretionary injunctive relief under Section
10(j) of the Act. The General Counsel, through the ILB, submitted 11 cases to the Board for authorization.
The Board authorized ILB to seek injunctive relief under Section 10(j) of the Actin 10 of the cases submitted.
The Regions filed 10(j) petitions forinjunctionin nine cases. One petition was withdrawn; two were settled;
two were granted full relief afterlitigation; and five were pending in the courts at the end of FY 2024. The
“successrate,”i.e., the percentage of authorized Section 10(j) cases in which the Agency achieved either
asatisfactory settlement or substantial victory inlitigation was 100.0 percent. The Office of the General
Counsel continues to focusits attention on “nip-in-the-bud cases,” where a nascent organizing campaign
is being unlawfully squelched, and on first contract bargaining and successor cases, where the relationship
between the employerand the unionis most fragile.

As previously mentioned, while there are a few outcome-based performance measures associated with the
two support goals, the majority of them are management-strategy driven. The Agency collects quarterly
performance metrics and strategies on the two Agency support goals, as well as utilizing NxGenreports for
the mission-related goals. The metrics and strategies are tracked and monitored throughout the fiscal year.
The compiled datais then presentedin this document.

The datareported by OCIO comes from NxGen. The FOIA Branch maintains their case datain FOlAonline,
whichis a FOIA tracking and processing web tool. FOlIAonline also generates annual, quarterly, and other
workload reports to effectively monitorall aspects of FOIA case handling.* The FOIA Office logs the request
and collects several pieces of data about the request, including the date that the request was made and the
date thatresponse was provided. The spreadsheet calculates the number of days between the two datesin
ordertotrackresponse times. The Ethics Office uses an electronic spreadsheet to track when an employee
reaches out to the Office with an ethicsinquiry.

“As of the end of FY 2023, FOlAonline was decommissioned by the Environmental Protection Agency, the agency that created and
maintained FOIAonline foragency partners, including the NLRB. Beginning on October1,2023, the FOIA Branch has been processing
requests and maintaining the same case data through SecureRelease, a FOIA tracking and processing system run by Deloitte.
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Il MESSAGE FROM THE CHIEF
FINANCIAL OFFICER

November 6,2024

lam pleased to present the NLRB’s consolidated financial statements
forthe FY 2024 PAR. For the twenty first consecutive year an
independent auditorhasrendered an unmodified or “clean” audit
opiniononthe NLRB’s financial statements.

The OCFOisresponsible forimproving efficiency and effectiveness
in financial operations. The OCFO ensures reliability of financial
reporting, transparency of financial data, and compliance with
applicable laws andregulations. InFY 2024, the OCFO continued to
support our customers through a hybrid workforce environment. InFY
2024,NLRB’s year-end closing was executed smoothly leaving only
approximately $599,521in unobligated funds, whichis 0.2 percent
of the total annual appropriated funds of $299.2 million. In fourth
quarter of FY 2024, the OCFO also collaborated with the General Service Administration (GSA) and the
OCIO ontheimplementation of the TMF. The NLRB received $7.2 million from GSA to modernize the NLRB's
Case Management System leaving unobligated $3.8 million in no-year funds. These outstanding results
were a concerted effort by the program areas and the OCFO Branches (Budget, Finance, Acquisitions
Management, and the Internal Control/Risk/Performance). To all of them, thank you for ajob well done.

During FY 2024, the OCFO continued to focus on process improvement and internal control and conducted
internal controlreviews in accordance with OMB Circular No. A-123. The results of these reviews were
summarizedina Gap Analysis report that supports the NLRB’s annual Statement of Assurance (SOA). ForFY
2024, theinternal controlreviews reported no gapsin the NLRB’s internal control.

During FY 2024, the OCFO closed out all audit recommendations from previous years’ audits. | would like to
acknowledge and thank the OCFO staff for their dedication to the NLRB’s mission and their diligent efforts
in working to resolve open audit items, maintaining an unmodified opinion on our financial statements, and
working through the OMB Circular No. A-123 reviews. Theirdemonstrated knowledge of the NLRB programs
and processes and their constant effort to provide excellent customer service were outstanding.

TuengoMcConnell

Chief Financial Officer
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lll INDEPENDENT AUDITOR’S REPORT

UNITED STATES GOVERNMENT
National Labor Relations Board Office of Inspector General

Memorandum
November 14, 2024

To: Lauren McFerran
Chairman

Jennifer A. Abruzzo
General Counsel

From: Ruth Blevins /4% Blonina

Inspector General

Subject:  Audit of the National Labor Relations Board Fiscal Years 2024 and 2023 Financial
Statements (OIG-F-29-25-01)

This attached report presents the results of an audit of the National Labor Relations Board’s
(NLRB) Financial Statements for fiscal years 2024 and 2023. The Accountability of Tax Dollars
Act of 2002 requires the NLRB to prepare and submit to Congress and the Director of the Office
of Management and Budget annual audited financial statements.

We contracted with Castro & Company, an independent public accounting firm, to conduct the
audit. The contract required that the audit be performed in accordance with U.S. generally
accepted government auditing standards, Office of Management and Budget audit guidance, and
the GAO/CIGIE Financial Audit Manual. Castro & Company expressed an unmodified opinion
that concluded the NLRB’s financial statements present fairly, in all material respects, NLRB’s
financial position as of September 2024 and 2023, in accordance with applicable financial
reporting standards.

In connection with the contract, we reviewed Castro & Company’s report and related
documentation and inquired of its representatives. Our review disclosed no instances where
Castro & Company did not comply, in all material respects, with generally accepted government
auditing standards; however, our review cannot be construed as an audit and is not intended to
enable us to express, and we do not express, opinions on the NLRB's financial statements or
internal control or conclusions on compliance with laws and regulations. Castro & Company is
solely responsible for the attached auditor's report dated November 14, 2024, and the conclusions
expressed in the report.

Thank you for the courtesies and cooperation extended to Castro & Company and our staff
during the audit. If you have any questions, please do not hesitate to contact me or Kevin
Thomas, Assistant Inspector General for Audits, at 202-273-1960.

cc: Board
Chief Financial Officer
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Independent Auditor’s Report on the Financial Statements

Inspector General
National Labor Relations Board

Opinion

In accordance with the Accountability of Tax Dollars Act of 2002, we have audited the National Labor
Relations Board (NLRB) financial statements. NLRB’s financial statements comprise the balance
sheets as of September 30, 2024, and 2023, the related statements of net cost, changes in net position,
and budgetary resources for the fiscal years then ended, and the related notes to the financial
statements. In our opinion, NLRB’s financial statements present fairly, in all material respects,
NLRB’s financial position as of September 30, 2024 and 2023, and its net cost of operations, changes
in net position, and budgetary resources for the fiscal years then ended in accordance with U.S.
generally accepted accounting principles.

Basis for Opinion

We conducted our audit in accordance with U.S. generally accepted government auditing standards.
Our responsibilities under those standards are further described in the Auditor’s Responsibilities for
the Audit of the Financial Statements section of our report. We are required to be independent of the
NLRB and to meet our other ethical responsibilities, in accordance with the relevant ethical
requirements relating to our audit. We believe that the audit evidence we have obtained is sufficient
and appropriate to provide a basis for our audit opinion.

Responsibilities of Management for the Financial Statements

NLRB Management is responsible for the (1) preparation and fair presentation of the financial
statements in accordance with U.S. generally accepted accounting principles; (2) preparing,
measuring, and presenting the Required Supplementary Information (RSI) in accordance with U.S.
generally accepted accounting principles; (3) preparing and presenting other information included in
NLRB’s Performance and Accountability Report (PAR), and ensuring the consistency of that
information with the audited financial statements and RSI; and (4) designing, implementing, and
maintaining effective internal control relevant to the preparation and fair presentation of financial
statements that are free from material misstatement, whether due to fraud or error.

Auditor’s Responsibility for the Audit of the Financial Statements

Our objectives are to (1) obtain reasonable assurance about whether the financial statements as a whole
are free from material misstatement, whether due to fraud or error, and (2) issue an auditor’s report
that includes our opinion. Reasonable assurance is a high level of assurance but is not absolute
assurance and therefore is not a guarantee that an audit of the financial statements conducted in
accordance with U.S. generally accepted government auditing standards will always detect a material
misstatement or a material weakness when it exists. The risk of not detecting a material misstatement
resulting from fraud is higher than for one resulting from error, as fraud may involve collusion,
forgery, intentional omissions, misrepresentations, or the override of internal control. Misstatements,
including omissions, are considered material if there is a substantial likelihood that, individually or in
the aggregate, they would influence the judgment made by a reasonable user based on the financial
statements.
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In performing an audit of financial statements in accordance with U.S. generally accepted government
auditing standards, we:

e Exercise professional judgment and maintain professional skepticism throughout the audit.

o Identify and assess the risks of material misstatement of the financial statements, whether due
to fraud or error, and design and perform audit procedures responsive to those risks. Such
procedures include examining, on a test basis, evidence regarding the amounts and disclosures
in the financial statements.

e Obtain an understanding of internal control relevant to our audit of the financial statements in
order to design audit procedures that are appropriate in the circumstances but not for the
purpose of expressing an opinion on the effectiveness of NLRB’s internal control over
financial reporting. Accordingly, no such opinion is expressed.

e Evaluate the appropriateness of accounting policies used and the reasonableness of significant
accounting estimates made by management, as well as evaluate the overall presentation of the
financial statements.

e Perform other procedures we consider necessary in the circumstances.

We are required to communicate with those charged with governance regarding, among other matters,
the planned scope and timing of the audit, significant audit findings, and certain internal control—
related matters that we identified during the financial statement audit.

Required Supplementary Information

U.S. generally accepted accounting principles issued by the Federal Accounting Standards Advisory
Board (FASAB) require that the RSI be presented to supplement the financial statements. Such
information is the responsibility of management and, although not part of the financial statements, is
required by FASAB, which considers it to be an essential part of financial reporting for placing the
financial statements in appropriate operational, economic, or historical context. We have applied
certain limited procedures to the RSI in accordance with U.S. generally accepted government auditing
standards, which consisted of (1) inquiries of management about the methods of preparing the RSI
and (2) comparing the RSI for consistency with management’s responses to the auditor’s inquiries,
the financial statements, and other knowledge we obtained during the audit of the financial statements,
in order to report omissions or material departures from FASAB guidelines, if any, identified by these
limited procedures. We did not audit and we do not express an opinion or provide any assurance on
the RSI because the limited procedures we applied do not provide sufficient evidence to express an
opinion or provide any assurance.

Other Information

NLRB’s other information contains a wide range of information, some of which is not directly related
to the financial statements. This information is presented for purposes of additional analysis and is not
required as part of the financial statements or RSI. Management is responsible for the other
information included in the NLRB’s PAR. The other information comprises the Messages from the
Chairman, General Counsel, and Chief Financial Officer, list of Board Members, Other
Accompanying Information, and Appendices. Other information does not include the financial
statements and our auditor’s report thereon. Our opinion on the financial statements does not cover
the other information, and we do not express an opinion or any form of assurance thereon.
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In connection with our audit of the financial statements, our responsibility is to read the other
information and consider whether a material inconsistency exists between the other information and
the financial statements, or the other information otherwise appears to be materially misstated. If,
based on the work performed, we conclude that an uncorrected material misstatement of the other
information exists, we are required to describe it in our report.

Other Reporting Required by Government Auditing Standards

In accordance with U.S. generally accepted government auditing standards and OMB Bulletin No. 24-
02, we have also issued our reports dated November 14,2024, on our consideration of NLRB’s internal
control over financial reporting and the results of our tests of its compliance with certain provisions
of laws, regulations, and contracts that are required to be reported under U.S. generally accepted
government auditing standards. The purpose of those reports is to describe the scope of our testing of
internal control over financial reporting and compliance and the results of that testing and not to
provide an opinion on the internal control over financial reporting or on compliance. Those reports are
an integral part of an audit performed in accordance with U.S. generally accepted government auditing
standards and OMB Bulletin No. 24-02 in considering the NLRB’s internal control and compliance
and should be read in conjunction with this report in considering the results of our audit.

This report is intended solely for the information and use of management and the NLRB Office of

Inspector General, OMB, U.S. Government Accountability Office, and Congress, and is not intended
to be and should not be used by anyone other than these specified parties.

ol 2 homganay, LLE

November 14, 2024
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Independent Auditor’s Report on Internal Control over Financial Reporting Based on an
Audit of Financial Statements Performed in Accordance with
Government Auditing Standards

Inspector General
National Labor Relations Board

We have audited the financial statements of the National Labor Relations Board (NLRB), which
comprise the balance sheets as of September 30, 2024 and 2023, and the related statements of net
cost, changes in net position, and budgetary resources for the years then ended, and the related
notes to the financial statements, and have issued our report thereon dated November 14, 2024.
We conducted our audit in accordance with auditing standards generally accepted in the United
States of America; the standards applicable to financial audits contained in Government Auditing
Standards, issued by the Comptroller General of the United States; and Office of Management and
Budget (OMB) Bulletin No. 24-02, Audit Requirements for Federal Financial Statements.

In connection with our audit of NLRB’s financial statements, we considered NLRB’s internal
control over financial reporting, consistent with our auditor’s responsibilities discussed below.

Results of Our Consideration of Internal Control Over Financial Reporting

Our consideration of internal control was for the limited purpose described below and was not
designed to identify all deficiencies in internal control that might be material weaknesses or
significant deficiencies or to express an opinion on the effectiveness of NLRB’s internal control
over financial reporting. Given these limitations, during our Fiscal Year 2024 audit, we did not
identify any deficiencies in internal control over financial reporting that we consider to be material

weaknesses. However, material weakness or significant deficiencies may exist that have not been
identified.

Basis for Results of Our Consideration of Internal Control over Financial Reporting

We performed our procedures related to NLRB’s internal control over financial reporting in
accordance with U.S. generally accepted government auditing standards and Office of
Management and Budget audit guidance.

Responsibilities of Management for Internal Control over Financial Reporting

NLRB management is responsible for designing, implementing, and maintaining effective internal
control over financial reporting relevant to the preparation and fair presentation of financial
statements that are free from material misstatement, whether due to fraud or error.

Auditor’s Responsibilities for Internal Control over Financial Reporting

In planning and performing our audit of NLRB’s financial statements as of and for the fiscal year
ended September 30, 2024, in accordance with U.S. generally accepted government auditing
standards, we considered NLRB's internal control relevant to the financial statement audit in order
to design audit procedures that are appropriate under the circumstances, but not for the purpose of
expressing an opinion on the effectiveness of NLRB's internal control over financial reporting.
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Accordingly, we do not express an opinion on NLRB’s internal control over financial reporting.
We are required to report all deficiencies that are considered to be significant deficiencies or
material weaknesses. We did not consider all internal controls relevant to operating objectives,
such as those controls relevant to preparing performance information and ensuring efficient
operations.

Definition and Inherent Limitations of Internal Control over Financial Reporting

An entity’s internal control over financial reporting is a process effected by those charged with
governance, management, and other personnel. The objectives of internal control over financial
reporting are to provide reasonable assurance that (1) transactions are properly recorded,
processed, and summarized to permit the preparation of financial statements in accordance with
U.S. generally accepted accounting principles, and assets are safeguarded against loss from
unauthorized acquisition, use, or disposition, and (2) transactions are executed in accordance with
provisions of applicable laws, including those governing the use of budget authority, regulations,
and contracts, noncompliance with which could have a material effect on the financial statements.

Because of its inherent limitations, internal control over financial reporting may not prevent, or
detect and correct, misstatements due to fraud or error.

Intended Purpose of Report on Internal Control over Financial Reporting

The purpose of this report is solely to describe the scope of our consideration of NLRB’s internal
control over financial reporting and the results of our procedures, and not to provide an opinion on
the effectiveness of NLRB’s internal control over financial reporting. This report is an integral part
of an audit performed in accordance with U.S. generally accepted government auditing standards
in considering internal control over financial reporting. Accordingly, this report on internal control
over financial reporting is not suitable for any other purpose.

This report is intended solely for the information and use of the management and NLRB Office of
Inspector General, OMB, the Government Accountability Office, and Congress, and is not
intended to be and should not be used by anyone other than these specified parties.

o o LLe

Alexandria, VA
November 14, 2024
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Independent Auditor’s Report on Compliance and Other Matters Based on an Audit of
Financial Statements Performed in Accordance with Government Auditing Standards

Inspector General
National Labor Relations Board

We have audited the financial statements of the National Labor Relations Board (NLRB), which
comprise the balance sheets as of September 30, 2024 and 2023, and the related statements of net cost,
changes in net position, and budgetary resources for the years then ended, and the related notes to the
financial statements, and have issued our report thereon dated November 14, 2024. We conducted our
audit in accordance with the auditing standards generally accepted in the United States of America; the
standards applicable to financial audits contained in Government Auditing Standards, issued by the
Comptroller General of the United States; and Office of Management and Budget (OMB) Bulletin No.
24-02, Audit Requirements for Federal Financial Statements.

In connection with our audit of NLRB’s financial statements, we tested compliance with selected
provisions of applicable laws, regulations, and contracts consistent with our auditor’s responsibilities
discussed below.

Results of Qur Tests for Compliance with Laws, Regulations, and Contracts

Our tests for compliance with selected provisions of applicable laws, regulations, and contracts
disclosed no instances of noncompliance for Fiscal Year 2024 that would be reportable under U.S.
generally accepted government auditing standards. However, the objective of our tests was not to
provide an opinion on compliance with laws, regulations, and contracts applicable to NLRB.
Accordingly, we do not express such an opinion.

Basis for Results of Our Tests for Compliance with Laws, Regulations, and Contracts
We performed our tests of compliance in accordance with U.S. generally accepted government auditing
standards.

Responsibilities of Management for Compliance with Laws, Regulations, and Contracts
NLRB management is responsible for complying with laws, regulations, and contracts applicable to
the NLRB.

Auditor’s Responsibilities for Tests of Compliance with Laws, Regulations, and Contracts

Our responsibility is to test compliance with selected provisions of laws, regulations, and contracts
applicable to NLRB that have a direct effect on the determination of material amounts and disclosures
in NLRB’s financial statements, and to perform certain other limited procedures. Accordingly, we did
not test compliance with all laws, regulations, and contracts applicable to NLRB. We caution that
noncompliance may occur and not be detected by these tests.

Intended Purpose of Report on Compliance with Laws, Regulations, and Contracts

The purpose of this report is solely to describe the scope of our testing of compliance with selected
provisions of applicable laws, regulations, and contracts, and the results of that testing, and not to
provide an opinion on compliance. This report is an integral part of an audit performed in accordance
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with U.S. generally accepted government auditing standards in considering compliance. Accordingly,
this report on compliance with laws, regulations, and contracts is not suitable for any other purpose.

This report is intended solely for the information and use of management and the NLRB Office of

Inspector General, OMB, Government Accountability Office, and Congress, and is not intended to be
and should not be used by anyone other than these specified parties.

oo & Loganay LLE

November 14, 2024
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United States Government

NATIONAL LABOR RELATIONS BOARD
1015 Half Street, SE

WASHINGTON DC 20570
www.nlrb.gov
To: Ruth Blevins, Inspector General
From: Isabel Luengo McConnell, Chief Financial Officer
Date: November 14, 2024
Subject: Response to the Audit of the National Labor Relations Board Fiscal Year (FY)

2024 Financial Statements

During the FY 2024 Financial Statements audit, the National Labor Relations Board (NLRB)
received an unmodified audit opinion on its financial statements. This opinion indicates that the

auditors determined that the NLRB’s financial statements present fairly, in all material respects,
the financial position of the NLRB as of September 30, 2024.

The Office of the Chief Financial Officer’s (OCFO) focus has been to address audit findings that
were identified in previous audits. The remediation of these previous audit findings and the
strengthening of internal controls processes have resulted in an unmodified audit opinion with no
significant deficiencies or material weaknesses.

The OCFO will continue to support and guide NLRB’s programs and initiatives to ensure that
the Agency delivers on its mission effectively and efficiently and provides the best value to the
American people.

()

Isab‘él,—fﬁl'g—o_ McConnell
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Auditor’s Reports and Principal Financial Statements

PRINCIPAL STATEMENTS

National Labor Relations Board
BALANCE SHEETS - As of September 30,2024 and 2023
(InDollars)

2024

Intragovernmental Assets

Fund Balance with Treasury (Note 3) $ 55,306,343 $ 56,556,319
Advances and Prepayments 18,833 15,625
Total Intragovernmental Assets 55,325,176 56,571,944
Other than Intragovernmental Assets
Accounts Receivable, Net (Note 4) 529,256 542,613
Property, Plant, and Equipment, Net (Note 5) 10,612,915 5,518,244
Advances and Prepayments 29,450 55,757
Total Other than Intragovernmental Assets 11,171,621 6,116,614
Total Assets (Note 2) $ 66,496,797 $ 62,688,558
Intragovernmental Liabilities
Accounts Payable $ 3,230,238 $ 1,089,503
Liability to the General Fund 423,204 426,204
Benefit Program Contributions Payable 1,272,699 992,660
FECA Unfunded Liability (Note 6) (3,493) (12,551)
Other Liabilities - Technology Modernization Fund (Note 7) 3,613,150 0
Total Intragovernmental Liabilities 8,535,798 2,495,816
Other than Intragovernmental Liabilities
Accounts Payable 3,937,526 3,828,283
Accrued Funded Payrolland Leave and Payroll Taxes Payable 3,964,826 3,102,544
Federal Employee Salary, Leave and Benefits Payable 187,265 145,263
Unfunded Annual Leave (Note 6) 15,395,694 15,425,238
FECA Actuarial Liability (Note 6) (392,975) 326,124
Total Other than Intragovernmental Liabilities 23,092,336 22,827,452
Total Liabilities $ 31,628,134 $ 25,323,268
Commitments and Contingencies (Note 15)
Unexpended Appropriations
Funds from Otherthan Dedicated Collections $ 39,052,991 $ 47,470,734
Total Unexpended Appropriations (Consolidated) 39,052,991 47,470,734
Cumulative Results of Operations
Funds from Other than Dedicated Collections (4,184,328) (10,105,444)
Total Cumulative Results of Operations (Consolidated) (4,184,328) (10,105,444)
Total Net Position $ 34,868,663 $ 37,365,290
Total Liabilities and Net Position $ 66,496,797 $ 62,688,558

The accompanying notes are anintegral part of these financial statements.
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National Labor Relations Board

STATEMENTS OF NET COST
For the Fiscal Years Ended September 30,2024 and 2023

(InDollars) 2024 2023

Resolve Unfair Labor Practices

Net Program Cost $ 277,088,114 $ 268,401,143
Resolve Representation Cases

Net Program Cost 42,875,066 35,014,122

Net Program Costs $ 319,963,180 $ 303,415,265

Less: Earned Revenue 0 0

Net Cost of Operations $ 319,963,180 $ 303,415,265

The accompanying notes are anintegral part of these financial statements.
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National Labor Relations Board

STATEMENTS OF CHANGES IN NET POSITION
For the Fiscal Years Ended September 30,2024 and 2023
(InDollars)

2023

Unexpended Appropriations

Beginning Balance, as Adjusted
Appropriations Received
Appropriations Transferred In/Out
Other Adjustments
Appropriations Used
Net Change in Unexpended Appropriations
Total Unexpended Appropriations

$ 47,470,734 $ 37,790,199
299,224,000 299,224,000
3,613,150 0
(6,171,403) (3,700,819)
(305,083,490) (285,842,646)
(8,417,743) 9,680,535

$ 39,052,991 $ 47,470,734

Cumulative Results of Operations

Beginning Balance, as Adjusted
Appropriations Used
Imputed Financing
Net Cost of Operations
Net Changein Cumulative Results of Operations
Total Cumulative Results of Operations

Net Position

The accompanying notes are anintegral part of the financial statements.

$ (10,105,444) $ (10,234,233)
305,083,490 285,842,646
20,800,806 17,701,408
(319,963,180) (303,415,265)
5,921,116 128,789

$ (4,184,328) $ (10,105,444)
$ 34,868,663 $ 37,365,290
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National Labor Relations Board

STATEMENTS OF BUDGETARY RESOURCES
For the Fiscal Years Ended September 30,2024 and 2023

(InDollars)
yloyZ:} 2023

Budgetary Resources

Unoblilgated. Balance from Prior Year Budget Authority, $ 11,693,286 $ 7,943,691
Net (Discretionary and Mandatory)

Appropriations (Discretionary and Mandatory) 299,224,000 299,224,000
Total Budgetary Resources (Note 11) $ 310,917,286 $ 307,167,691

Status of Budgetary Resources

New Obligations and Upward Adjustments (Total) $ 304,672,225 $ 299,428,799
Unobligated Balance, End of Year

Apportioned, Unexpired Accounts 4,412,055 356,300

Unexpired Unobligated Balance, End of Year 4,412,055 356,300

Expired Unobligated Balance, End of Year 1,833,006 7,382,592
Unobligated Balance, End of Year (Total) 6,245,061 7,738,892
Total Budgetary Resources $ 310,917,286 $ 307,167,691
Outlays, Net (Total) (Discretionary and Mandatory) $ 301,528,874 $ 285,730,141
Agency Outlays, Net (Discretionary and Mandatory) $ 301,528,874 $ 285,730,141

The accompanying notes are anintegral part of these financial statements.
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Il NOTES TO PRINCIPAL STATEMENTS

Note 1. Reporting Entity and Summary of Significant Accounting Policies
A. Reporting Entity

The NLRBis anindependent federal agency established in 1935 to administer the NLRA. The NLRAis

the principal laborrelations law of the United States, and its provisions generally apply to private sector
enterprises engaged in, orto activities affecting, interstate commerce. The NLRB's jurisdictionincludes
the U.S. Postal Service; but other government entities, railroads, and airlines are not within the NLRB’s
jurisdiction. The NLRB seeks to serve the publicinterest by reducing interruptionsin commerce caused by
industrial strife. The NLRB does this by providing orderly processes for protecting and implementing the
respective rights of employees, employers, and unionsin theirrelations with one another. The NLRB has
two principal functions: (1) to determine and implement, through secret ballot elections, free democratic
choice by employees as to whetherthey wish to be represented by a unionin dealing with theiremployers
and, if so, by which union; and (2) to prevent and remedy unlawful acts by either an employer, a union, or
both. The NLRB’s authority is divided both by law and delegation. The five-member Board primarily actsas a
quasi-judicial body in deciding cases on formalrecords. The General Counselinvestigates and prosecutes
ULP charges before ALJs, whose decisions may be appealed to the Board; and, on behalf of the Board,
conducts secret ballot elections to determine whether employees wish to be represented by a union.

The NLRB is acomponent of the U.S Government. Forthisreason, some of the assets and liabilities reported
by the NLRB may be eliminated for Government-wide reporting because they are offset by assets and
liabilities of another U.S. Government entity. These financial statements should be read with the realization
that they are foracomponent of the U.S. Government.

B. Accounting Policies

The accompanying financial statements have been prepared to report the financial position, net cost,
changesinnet position, and budgetary resources of the NLRB as required by the Accountability of Tax
Dollars Act of 2002. These financial statements have been prepared from the books and records of the
NLRBinaccordance withthe U.S. General Accepted Accounting Principles (GAAP) and the accounting
standardsissued by the Federal Accounting Standards Advisory Board (FASAB) in the format prescribed

by the OMB Circular A-136, Financial Reporting Requirements. The U.S. GAAP for federal entities are the
standards prescribed by the FASAB, which is the official standard-setting body for the federal government.

The NLRBisrequired to bein substantial compliance with all applicable accounting principles and standards
established, issued, andimplemented by the FASAB, whichis recognized by the American Institute of
Certified Public Accountants (AICPA) as the entity to establish the U.S. GAAP for the federal government.
The FFMIArequires the Agency to comply substantially with (1) federal financial management systems
requirements, (2) applicable federal accounting standards, and (3) the United States Standard General
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Ledger(USSGL) at the transactionlevel. The NLRB uses the Department of Interior’s financial management
system, and that systemis FFMIA compliant. Thus, the NLRB’s financial management system complied with
the requirements of FFMIA and produced records in accordance with the USSGL at the transaction level.

The NLRB’s financial statements reflect both accrual and budgetary basis of accounting. Under the accrual
method of accounting, revenues are recognized when earned and expenses are recognized as incurred,
without regard toreceipt or payment of cash. Budgetary accountingis essential for compliance withlegal
constraints and controls over the use of federal funds. Budgetary accounting principles are designed to
recognize the obligation of funds according to legal requirements.

The Balance Sheet (BS) presents the Agency’s assets and liabilities, and the difference between the two
isthe Agency’s net position. The Agency’s assetsinclude both entity assets; those which are available for
use by the Agency and non-entity assets; which are managed by the Agency but not available foruse inits
operations. The Agency’s liabilitiesinclude both those covered by budgetary resources (funded) and those
not covered by budgetary resources (unfunded). Anote disclosureis required to provide information about
the Agency’s fiduciary activities. Fiduciary cash and other assets are not assets of the federal government.

The Statement of Net Cost (SNC) shows the net cost of operations, as well as presents the gross costs of
programs, reported by the programs and for the Agency.

The information presented onthe SNCis based on the programs below:

ULP Cases are initiated by individuals or organizations through the filing of a charge with the NLRB. Unless
asettlementisreached, the NLRB Regional Office willissue and prosecute a complaint against the party
being chargedif it believes that the charge has merit. Acomplaint thatis not settled or withdrawnis tried
before an ALJ, whoissues a decision, which may be appealed by any party to the Board. The Board actsin
such matters as a quasi-judicial body, deciding cases based on the formal trial record according to the law
and the body of case law that has been developed by the Board and the federal courts.

Representation Cases are initiated by the filing of a petition by an employee, a group of employees, an
individual orlabor organization acting on their behalf, orin some cases by an employer. The petitioner
requests an election to determine whethera unionrepresents, orin some cases continues to represent,
amajority of the employees in an appropriate bargaining unit and therefore should be certified as the
employees’ bargaining representative. The role of the Agency is to investigate the petition and, if necessary,
conduct a hearing to determine whether the employees constitute an appropriate bargaining unit under the
NLRA. All cases are assigned unique tracking numbers, with the letter “C” designating ULP cases, and the
letter “R” designating Representation cases. The percentage of new cases filed for each type of case drives
the program breakout for financial reporting purposes. See the chart below with the calculations forFY
2024 and FY 2023, through September 30"

2024 2023
Percentage | Percentage

C Cases (Unfair Labor Practices) Filed 87% 88%

R Cases (Representation Cases) Filed 13% 12%

100% 100%
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The Statement of Changesin Net Position (SCNP) reports the change in net position during the reporting
period, whichresults from changes to Unexpended Appropriations and Cumulative Results of Operations
(CRO). The SCNP includes beginning balances, budgetary and other financing sources, and net cost of
operations, to arrive at ending balances.

The Statement of Budgetary Resources (SBR) provides information about how budgetary resources were
made available during the period and their status at the end of the period. Recognition and measurement
of budgetary informationreported on this statement is based on budget terminology, definitions, and
guidance in OMB Circular A-11, Preparation, Submission, and Execution of the Budget.

C. Budgetary Basis of Accounting

The NLRB’s programs and activities are funded through annual appropriations. Congress annually adopts
abudget appropriation that provides the NLRB with the authority to use funds fromthe U.S. Treasury to
meet operating expense requirements. The NLRB has single year budgetary authority and allunobligated
amounts at year-end expire. At the end of the fifth year following the year of execution, allamounts not
expended are canceled andreturned to the U.S. Treasury. Additionally, allrevenue received from other
sources must bereturnedto the U.S. Treasury.

Budgetary accounting measures appropriation and consumption of budget/spending authority and
facilitates compliance with legal constraints and controls over the use of federal funds. Underbudgetary
reporting principles, budgetary resources are consumed at the time an obligationisincurred. Only those
liabilities for which valid obligations have been established are considered to consume budgetary resources.

D. Fund Balance with the Treasury

FBWTis an asset of the NLRB and aliability of the General Fund. The amounts represent commitments by
the Government to provide resources for particular programs, but they do not represent assets to the
Government as awhole. When the NLRB seeks to use FBWT to liquidate budgetary obligations, the U.S.
Treasury will finance the disbursementsin the same way it finances all other disbursements, using some
combination of receipts, otherinflows, and borrowing from the public (if there is a deficit).

The NLRB does not maintain cash incommercial bank accounts. U.S. Treasury processes cashreceipts and
disbursements. Funds with the U.S. Treasury consist of appropriated and deposited funds that are available
to pay current liabilities and finance authorized purchase commitments. In addition, funds held with the U.S.
Treasury alsoinclude escrow funds that are not appropriated but are fiduciary in nature. The fiduciary funds
are not assets of the federal government; therefore, they are not recognized on the Balance Sheet.

E. Revenue and Other Financing Sources

As acomponent of the Government-wide reporting entity, the NLRB is subject to the federal budget
process, which involves appropriations that are provided annually and appropriations that are provided on
apermanent basis. The financial transactions that are supported by budgetary resources, whichinclude
appropriations, are generally the same transactions reflected in the NLRB and the Government-wide
financial reports.

The NLRB’s budgetary resources reflect past congressional action and enable the NLRB to incur budgetary
obligations, but they do not reflect assets to the Government as awhole. Budgetary obligations are legal
obligations for goods, services, oramounts to be paid based on statutory provisions (e.g., Social Security
benefits). Afterbudgetary obligations areincurred, the U.S. Treasury will make disbursements to liquidate
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the budgetary obligations and finance those disbursements in the same way it finances all disbursements,
using some combination of receipts, otherinflows, and borrowing from the public.

F. Classified Activities

Accounting standards require all reporting entities to disclose that accounting standards allow certain
presentations and disclosures to be modified, if needed, to prevent the disclosure of classified information.

G. Accounts Receivable, Net

Accounts Receivable typically consist of payroll related debts due to the NLRB from Agency employees and
debts due to the NLRB from third party (non-federal sources) forinvitational travel. Accounts Receivableis
stated net of allowance for doubtfulaccounts. The allowance is estimated based on an aging of account
balances, past collection experience, and an analysis of outstanding accounts at year-end.

H. Property, Plant and Equipment, Net

Property, plant and equipment consist primarily of telephone systems, bulk purchases, computer hardware
and software, and leasehold improvements.

Personal Property. Personal property costing $15,000 or more per unitis capitalized at cost and
depreciated using the straight-line method over the useful life. Bulk purchases of large quantities of
property that would otherwise fallunder the individual capitalization threshold are capitalized if the total
purchaseis $100,000 or more. Other property items are expensed when purchased. Expenditures for
repairs and maintenance are charged to operating expenses asincurred. The useful life for this category is
three to twelve years. There are norestrictions on the use or convertibility of property, plant, and equipment.

Real Property. Real property consists of leasehold improvements on General Service Administration (GSA)
leased space which cost $100,000 or more. Leasehold improvements are recorded as constructionin
progress until the Agency has beneficial occupancy of the space, and then the costs are moved to the
Leasehold Improvements account foramortization over the remaining life of the lease.

Internal Use Software. Internal Use Software (IUS) includes purchased Commercial Off-The-Shelf
software (COTS), contractor-developed software, and software that was internally developed by Agency
employees. IUS s capitalized at cost if the development costis $100,000 or more. For COTS software,
the capitalized costsinclude the amount paid to the vendor for the software; for contractor-developed
softwareitincludes the amount paid to a contractor to design, program, install, and implement the
software. Capitalized costs forinternally developed software include the full cost (direct and indirect)
incurred during the software development stage. The standard useful life forIUS has been established

as three years, to accurately match expenses with the period in which the benefits are received from the
software. The NLRB uses the straight-line method of amortization.

Internal Use Software in Development. Internal use software in development is software thatis being
developed, but notyet putinto production. At the time the software is moved into production, the costs will
be moved into the IUS account and amortized accordingly.

. Non-entity Assets

Assets held by the NLRB that are not available to the NLRB for obligation are considered non-entity assets.
Non-entity assets, restricted by nature, consist of miscellaneous receipt accounts. The miscellaneous
receiptsrepresent court fines and fees collected for the Freedom of Information Act (FOIA) requests that
must be transferred to the U.S. Treasury at the end of each fiscal year.



NLRB Financial Section

J. Liabilities

Liabilities represent amounts that are likely to be paid by the NLRB as the result of transactions or events
that have already occurred; however, no liabilities are paid by the NLRB without an appropriation. Liabilities
must be recognized when they are incurred regardless of whether they are covered by available budgetary
resources, including liabilities related to canceled appropriations. Liabilities of the NLRB arising from other
than contracts can be abrogated by the government, acting inits sovereign capacity. Intragovernmental
liabilities arise from transactions with other federal entities.

Accounts Payable

Accounts payable represent amounts due to federal and non-federal entities forgoods and services
received by the NLRB that have not been paid at the end of the accounting period. Intragovernmental
accounts payable represent payable transactions with other federal entities. Non-federalaccounts
payable represent transactions with non-federal entities.

Accrued Payroll

Accrued payroll consists of salaries, wages, and other compensation earned by employees but not
disbursed as of September 30,2024, and 2023. The liability is estimated forreporting purposes based on
historical pay information.

K. Liabilities Not Covered by Budgetary Resources

Liabilities not covered by budgetary resources result from the receipts of goods or servicesin the current
or prior periods, or the occurrence of eligible events in the current or prior periods for which appropriations,
revenues, or other financing sources of funds necessary to pay the liabilities have not been made available
through Congressional appropriations or current earnings of the reporting entity. These liabilities will require
budgetary resourcesin the future. Liabilities not covered by budgetary resourcesinclude, unfunded leave,
Federal Employees’ Compensation Act (FECA) and unemployment compensation.

Unfunded Leave

Aliability forannual and othervested compensatory leave is accrued as earned and reduced when taken.
The value of employees’ unused annual leave at the end of each fiscal quarteris accrued as aliability. Atthe
end of each fiscal quarter, the balance in the accrued annual leave accountis adjusted to reflect the current
pay rate and leave balances. To the extent the current or prior year appropriations are not available to fund
annual leave earned but not taken, funding will be obtained from future financing sources. Sick leave and
othertypes of non-vested leave are expensed when used, andin accordance with federal requirements, no
accruals arerecorded forunused sick leave.

Unfunded Federal Employees’ Compensation Act

The FECA was established by Public Law 103-3 which provides income and medical cost protectionto
covered federal civilian employeesinjured on the job, to employees who have incurred work-related
occupational diseases, and to beneficiaries of employees whose deaths are attributable to job-related
injuries or occupational diseases. The FECA programis administered by the DOL, which pays valid claims
and subsequently seeks reimbursement from the NLRB for these paid claims.

The FECA liability consists of two components. The first componentis based on actual claims paid by the
DOL but notyetreimbursed by the NLRB. The NLRB reimburses the DOL for the actual claim amount as
funds are appropriated for this purpose. Thereis generally a two to three-year period between payment



Financial Section FY 2024

by the DOL and reimbursement by the NLRB. As aresult, the NLRB recognizes aliability for the actual claims
paid by the DOL and to be reimbursed by the NLRB.

The second componentis the estimated liability for future benefit payments as aresult of past events. This
liability includes death, disability, medical, and miscellaneous costs. The NLRB determines this component
annually, as of September 30th, using a method that considers historical benefit payment patterns.

Due to the smallnumber of claimants, the NLRB uses the methodology of reviewing the ages of claimants on
acase-by-case basis to evaluate the estimated FECA liability. The determination was made to use thelife
expectancy of claimants.

Unfunded Unemployment

The NLRB’s unemployment programs provide unemployment benefits to eligible workers who

become unemployed through no fault of theirown and meet certain other eligibility requirements. The
Unemployment Compensation for Federal Employees program provides benefits for eligible, unemployed,
former civilian Federalemployees. The NLRB’s liability forunemployment includes costs incurred but
unbilled as of the quarterend, as calculated by DOL, and not funded by current appropriations.

L. Commitments and Contingencies

Commitmentsreflect binding agreements that may result in the future expenditure of financial resources
that are not recognized on the Balance Sheet.

Aloss contingency is an existing condition, situation, or set of circumstances involving uncertainty as to possible
loss to anentity. The uncertainty should ultimately be resolved when a future event occurs or fails to occur. A
contingent liability should be recorded when a past event or exchange transaction has occurred, afuture
outflow or other sacrifice of resourcesis probable, and the future outflow or sacrifice of resourcesis measurable.

The NLRB recognizes material contingent liabilities in the form of claims, legal action, administrative
proceedings, and suits that have been brought to the attention of legal counsel, some of which will be paid
by the U.S. Treasury Judgment Fund. Itis the opinion of management and legal counsel that the ultimate
resolution of these proceedings, actions, and claims, will not materially affect the financial position orresults
of operations.

M. Life Insurance and Retirement Plans
Federal Employees’ Group Life Insurance (FEGLI) Program

The NLRB employees are entitled to participate in the FEGLI program. Participating employees can obtain
basic life termlife insurance, with the employee paying two-thirds of the cost and the NLRB paying one-
third. Additional coverage is optional, and to be paid fully by the employee. The basic life coverage may

be continuedinto retirement if certain requirements are met. The OPM administers this programand s
responsible forthe reporting of liabilities. Foreach fiscal year, OPM calculates the U.S. Government’s
service cost for the post-retirement portion of the basic life coverage. Because the NLRB’s contributions to
the basic life coverage are fully allocated by OPMto the pre-retirement portion of coverage, the NLRB has
recognized the entire service cost of the post-retirement portion of basic life coverage as animputed cost
andimputed financing source.

Retirement Programs

The NLRB employees participate in either the Civil Service Retirement System (CSRS), a defined benefit
plan, or the Federal Employees’ Retirement System (FERS), a defined benefit and contribution plan.

117
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Congress created the FERS in 1986, and it became effective on January 1,1987, pursuant to Public Law 99-
335. Since that time, new Federal civilian employees who have retirement coverage are covered by FERS.
Employees hired priorto January 1,1984, could elect to eitherjoin FERS and Social Security orremainin
CSRS. Employees covered by CSRS are not subject to Social Security taxes, nor are they entitled to accrue
Social Security benefits forwages subject to CSRS. The NLRB contributes a matching contribution equal to
7.0 percent of pay for CSRS employees.

FERS s aretirement plan that provides benefits fromthree different sources: a Basic Benefit Plan, Social
Security, and the Thrift Savings Plan (TSP). Two of the three parts of FERS (Social Security and the TSP) can go
with the employee to theirnextjob if they leave the federal government beforeretirement. The Basic Benefit
and Social Security parts of FERS require anemployee to pay their share each pay period. The NLRB withholds
the cost of the Basic Benefit and Social Security from the employee’s pay as payrolldeductions. Afteran
employee retires, the federal government pays the annuitant monthly annuity payments for the rest of theirlife.

The TSPis along-termretirement savings and investment plan thatis administered by the Federal
Retirement Thrift Investment Board. The TSP is an account that the NLRB automatically sets up for the
employee. Each pay period the NLRB depositsinto the employee account an amount equal to 1.0 percent
of the basic pay earned for the pay period. FERS or CSRS employees who began orrejoined federal
service after OctoberT, 2020, the NLRB will automatically enroll the employee in the TSP, and 5.0 percent
of the basic salary is deducted from the employee’s paycheck every pay period and depositedinto the
TSP account. FERS or CSRS employees who began orrejoined federal service between August 1, 2010,
and September 30, 2020, were automatically enrolled at 3.0 percent of FERS employees hired before
August 1,2010, and are not contributing their own money, stillhave a TSP account with accruing Agency/
Service automatic (1.0 percent) contributions. Anemployee can also make their own contributions to their
TSP account and the NLRB will make a matching contribution. Traditional (pre-tax) contributions allow
employees to delay paying taxes on their contributions and their earnings until they withdraw them. For Roth
(after-tax) contributions, employees pay taxes on their contributions as they make them.

The maximum amount of base pay that an employee participating in FERS may contribute to the planis $23,000
perthe 2024 IRS annual limit. Employees belonging to CSRS may also contribute up to $23,000 of their salaryin
CY 2024 andreceive no matching contribution from the NLRB. The maximum for catch-up contributions for CY
2024is $7,500. For CY 2024, the regular and catch-up contributions may not exceed $30,500. The sum of the
employees and the NLRB's contributions are transferred to the Federal Retirement Thrift Investment Board. For
FERS employees, the Agency also contributes to the employer’s share of Medicare.

The OPMisresponsible forreporting assets, accumulated plan benefits, and unfunded liabilities, if any,
applicable to CSRS and FERS employees, government-wide, including the NLRB employees. The NLRB
hasrecognized animputed cost and imputed financing source for the difference between the estimated
service cost and the contributions made by the NLRB and covered CSRS employees.

The NLRB does notreport FERS and CSRS assets, accumulated plan benefits, or unfunded liabilities
applicable toits employees onits financial statements. Reporting such amounts is the responsibility of the
administrative agency, the OPM. The portion of the current and estimated future outlays for CSRS not paid
by the NLRB is, in accordance with SFFAS 4, Managerial Cost Accounting Concepts and Standards for the
federal government, includedin the NLRB’s financial statements as animputed financing source.

Liabilities for future pension payments and other future payments forretired employees who participatein the
Federal Employees Health Benefits (FEHB) and the FEGLI programs are reported by OPMrather than the NLRB.
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SFFAS 4, Managerial Cost Accounting Concepts and Standards for the federal government, requires
employing agencies to recognize the cost of pensions and other retirement benefits during their
employees’ active years of service. OPM actuaries determine pension cost factors by calculating the value
of pension benefits expected to be paidin the future and provide these factors to the Agency for current
period expense reporting. Informationis also provided by OPM regarding the full cost of health and life
insurance benefits.

As of September 30, 2024, the NLRB, utilizing OPM provided cost factors, recognized $9,202,588 of
pension expenses, $11,570,125 of post-retirement health benefits expenses, and $28,093 of post-
retirement life insurance expenses, beyond amounts actually paid. The NLRB recognized offsetting revenue
of $20,800,806 as animputed financing source to the extent that these intragovernmental expenses will be
paid by OPM. Incomparison, in FY 2023, the NLRB recognized $5,923,539 of pension expenses, $11,751,160
of post-retirement health benefits expenses, and $26,709 of post-retirement life insurance expenses,
beyond amounts actually paid. The NLRB recognized offsetting revenue of $17,701,408 as animputed
financing source from OPM.

N. Leases

Effective FY 2024, the Statement of Federal Financial Accounting Standards (SFFAS 54): Leases, revised the
financial reporting standards for federal lease accounting. The NLRB’s leases consist of intragovernmental
and short-termleasesinwhichNLRBis the lessee. The NLRB recognizes these lease payments as an
expense based on the payment provisions of the contract oragreement and standards regarding the
recognition of accounts payable and otherrelated amounts. The NLRB leases consist of real and personal
property leasesincluding agreements with the GSA and commercial vendors. The NLRB leases all buildings
through the GSA, who is the lessor, and pays GSA a standard level user charge rate for the annual leases,
which approximates the commercial rental rates for similar properties. The NLRBis notlegally a party to

any building lease agreements, and it does not record GSA-owned properties as assets. Thereal property
leases are forthe NLRB’s Headquarters and Regional Offices and the personal property leases are for fleet
vehicles and copiers. Foradditionalinformation onleasesreferto Note 9.

O. Net Position
Net positionis composed of unexpended appropriations and cumulative results of operations.

Unexpended Appropriations include the portion of the NLRB’s appropriations represented by undelivered
orders and unobligated balances. Unexpended appropriations on the Balance Sheet must equal
unexpended appropriations on the Statement of Changes in Net Position (SCNP). The NLRB does not have
unexpended appropriations attributable to funds from dedicated collections.

Cumulative Results of Operations represent the net results of operations since inception plus the
cumulative amount of prior-period adjustments. The cumulative results of operations on the Balance Sheet
should equal the cumulative results of operations on the SCNP. The NLRB does not have cumulative results
of operations attributable to funds from dedicated collections.

P. Use of Management Estimates

The preparation of financial statementsin conformity with U.S. GAAP requires management to make
estimates and assumptions, and exercise judgement that affects the reported amount of assets, liabilities,
net position, and disclosure of contingent assets and liabilities as of the date of the financial statements,
as well asreported amounts of financing sources, expenses, and obligations incurred during the reporting
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period. The assumptions made and estimates used by the NLRB to prepare the financial statements

are based uponthe facts that exist when the financial statements are prepared and on various other
assumptions that are believed to be reasonable under the circumstances. Changesin estimates are
reflectedin the periodin which they become known. Actual results may differ from those estimates. The
notes to the financial statements include information to assist the readerin understanding the effect of
changesinassumptions onthe related information.

Q. Tax Status

The NLRB, as anindependent Board of the Executive Branch, is a federal agency, and is not subject to
federal, state, orlocalincome taxes, and accordingly, no provision forincome taxis recorded.

R. Subsequent Events

Subseqguent events and transactions occurring after fiscal year-end through the date of the auditor’s
opinion have been evaluated for potential recognition of disclosure in the financial statements. The date of
the auditor’'s opinion also represents the date that the financial statements were available to be issued.

Note 2. Non-entity Assets

Non-entity Assets are assets held by an entity that are not available to the entity. Non-entity Assets
represent miscellaneous receipts collected and related accounts receivable (net of allowance for doubtful
accounts). Miscellaneous Receiptsrepresent court fines and fees collected for FOIArequests that must be
transferredto the U.S. Treasury at the end of each fiscal year.

Entity Assets are assets that the reporting entity has the authority to use inits operations. Management may
have the authority to decide how funds are used, orit may be legally obligated to use the funds a certain way.

The composition of non-entity assets as of September 30,2024 and 2023, is as follows:

(InDollars) m 2023

Intragovernmental Assets

Fund Balance with Treasury $ 0 3 0
Total Intragovernmental Assets 0 0
Total Non-entity Assets 0 0
Total Entity Assets 66,496,797 62,688,558
Total Assets $ 66,496,797 $ 62,688,558

Additionally, the NLRB received aremainderinterest in Florida real estate valued at approximately $46,000
as part of aULP case settlement. This assetisnotincludedinthe table above.

Note 3. Fund Balance with Treasury

The U.S. Treasury performs cash management activities for all federal agencies. The NLRB's FBWT
represents theright of the NLRB to draw down funds from the U.S. Treasury for authorized expenses and
liability payments. The status of FBWT as of September 30,2024 and 2023 consists of the following:
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FY 2024

(InDollars)
Status of Fund Balance with Treasury

Unobligated Balance

2024 | 2023

Available 4,412,055 $ 356,300
Unavailable 1,833,006 7,382,592
Obligated Balance not yet Disbursed 49,061,282 48,817,427
Non-Budgetary FBWT 0 0
Total Fund Balance with Treasury $ 55306343 $ 56,556,319

The status of FBWT may be classified as unobligated available, unobligated unavailable, or obligated.
Unobligated funds, depending on budget authority, are generally available for new obligations in the current
year of operations. Unavailable unobligated balances are not available to fund new obligations because
they are expired. The obligated but not yet disbursed balance represents amounts designated for payment
of goods and services ordered but notyetreceived or goods and services received but for which payment

has notyet beenmade.

Obligated and unobligated balancesreported for the status of FBWT do not agree with obligated and
unobligated balancesreported on the Statement of Budgetary Resources because the FBWT includes
items for which budgetary resources are notrecorded, such as deposit funds and miscellaneous receipts

(non-entity).

InFY 2024, the NLRB received $7.2 millionin transfers from the GSATMF. The TMF was established to
improve information technology and to enhance cybersecurity across the Federal Government.

Note 4. Accounts Receivable, Net

As of September 30,2024 and 2023, the NLRB reported accounts receivable, net totaling $529,256 and

$542,613, respectively.

(InDollars) m 2023

Intragovernmental

Accounts Receivable 0o 3 0
Other thanIntragovernmental

Accounts Receivable 541,039 555,547
Total Accounts Receivable 541,039 555,547

Allowance for Doubtful Accounts (11,783) (12,934)
Total Accounts Receivable, Net 529,256 $ 542,613

Note 5. Property, Plant, and Equipment, Net

Property, plant, and equipment consist of property thatis usedin operations and consumed overtime. The
table below summarizes the cost and accumulated depreciation for general property, plant, and equipment

as of September, 2024 and 2023.
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Accumulated

(InDollars) Asset Cost Depreciation / N‘i};?::et
Amortization

Construction In Progress $ 5,488,627 $ 0 $ 5,488,627

Equipment 3,746,722 3,667,578 79,144

Leasehold Improvements 11,344,069 6,298,925 5,045,144

Internal Use Software 45,060,728 45,060,728 0

Total Property, Plant and Equipment $ 65640,146 $ 55,027,231 $ 10,612,915

Accumulated

Asset Cost Deprec_iati9n / Ni} ;I\::et
Amortization
Construction In Progress $ 2,086,069 $ 0 $ 2,086,069
Equipment 3,776,101 3,574,032 202,069
Leasehold Improvements 8,603,214 5,373,108 3,230,106
Internal Use Software 45,060,728 45,060,728 0
Total Property, Plant and Equipment $ 59526112 % 54,007,868 $ 5,518,244

Note 6. Liabilities Not Covered by Budgetary Resources

Liabilities are classified as liabilities covered by budgetary resources, liabilities not covered by budgetary
resources, and liabilities not requiring budgetary resources. Liabilities not covered by budgetary resources
are liabilities that will require budgetary resources in the future and require future congressional action
whereas liabilities covered by budgetary resourcesreflect prior congressional action. Regardless of when
the congressional action occurs, when the liabilities are liquidated, the U.S. Treasury will finance the liquidation
inthe same way thatit finances all other disbursements, using some combination of receipts, otherinflows,
and borrowing from the public. The NLRB'’s liabilities not covered by budgetary resources represent amounts
owed in excess of available congressionally appropriated funds or otheramounts. The FECA Unfunded
Liability abnormal balance resulted from a credit by the DOL based on a correction fora chargeback of
compensation expenses incurred that were not attributed to the NLRB during the reporting period.

The NLRB used a consistent methodology of calculating the FECA Actuarial Liability for the past six years
which factorsinthe claimants’ sex, age, and life expectancy. InFY 2024, the FECA Actuarial Liability
abnormal balance resulted from a compensation payment to a claimant that was never cashed in the prior
year and later canceled by the U.S. Treasury. The DOL credited the NLRB’s chargeback which was reported
onthe ChargebackBilling List Detail. The NLRB used the compensation payment datareported by DOL to
calculate the estimated liability for future benefit payments which resultedin a credit to the NLRB.

The composition of liabilities not covered by budgetary resources as of September 30,2024 and 2023, is
as follows:
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(InDollars)

Intragovernmental liabilities

FECA Unfunded Liability $ (3493) $ (12,551)

Other Liabilities - Technology Modernization Fund 3,613,150 0
Total Intragovernmental liabilities 3,609,657 (12,551)
FECA Actuarial Liability (392,975) 326,124
Unfunded Annual Leave 15,395,694 15,425,238
Total Liabilities Not Covered by Budgetary Resources 18,612,376 15,738,811
Total Liabilities Covered by Budgetary Resources 13,015,758 9,584,457
Total Liabilities $ 31628134 $ 25323268

Note 7. Other Liabilities

Technology Modernization Fund

The TMF was established to improve information technology and to enhance cybersecurity across the Federal
Government. The GSA transferred funds fromthe TMF to the NLRB’s no year fund. As legislation requires, the
NLRBrecorded aportion of the transferred funds as aliability which will later be repaid to the GSA’s TMF over a

five-year period. InFY 2024, the NLRBrecorded $3.6 million as other liabilities.

Note 8. Intragovernmental Costs and Exchange Revenue

Forthe intragovernmental costs, the buyerand seller are both federal entities. The earnedrevenueis the
reimbursable costs from other federal entities. The NLRB has the authority to provide administrative law
judges’ services to other federal entities. Thereis no exchange revenue with the public.

(In Dollars) m 2023

Resolve Unfair Labor Practices Cases

Intragovernmental Costs $ 97,509,420 91,149,449

Costs with the Public 179,578,694 177,251,694
Total Net Cost - Resolve Unfair Labor Practices Cases 277,088,114 268,401,143
Resolve Representation Cases

Intragovernmental Costs 15,088,063 11,890,851

Costs with the Public 27,787,003 23,123,271
Total Net Cost - Resolve Representation Cases 42,875,066 35,014,122
Less: Earned Revenue = =
Net Cost of Operations $ 319,963,180 $ 303,415,265

Note 9. Leases

GSA Real Property. The NLRB's facilities are rented from the GSA, which charges rent thatisintended to
approximate commercial rentalrates. The terms of the NLRB’s occupancy agreements with GSA will vary
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according to whether the underlying assets are owned by GSA orrented by GSA from the private sector.
The NLRB has occupancy agreements with GSA, which set forth terms and conditions for the space the
Agency willoccupy for an extended period. Included within the occupancy agreements are 120 to 180-day
notification requirements for the Agency torelease space. For purposes of disclosing future operating
lease paymentsin the table below, federally owned leases are included inyears FY 2025 through FY 2029.

Rental expenses forleases for the period ended September 30,2024, were $23,471,157 for Agency leased
space and $2,658,011 for Agency building security. For FY 2023, the lease costs were $23,274,053 and the
Agency building security was $2,644,817.

Future Space Lease Payments

GSA Real

Fiscal Year Property Cost

(In Dollars)
2025 $ 21,745,546
2026 22,832,823
2027 23,974,464
2028 25,173,188
2029 26,431,847
After5 Years 27,753,439
Total $ 147,911,307

GSAFleet. The future fleet paymentsreflect the expense for 11 vehicles used for official NLRB business
throughout the United States. Expenses for the fleet vehicles for the period ending September 30,2024
was $48,846; for FY 2023 the cost was $40,401.

Future Fleet Lease Payments

_ GSAFleet Cost

2025 $ 45,000
2026 47,250
2027 49,612
2028 52,093
2029 54,698
After5 Years 57,433
Total $ 306,086
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Commercial Copiers. The commercial copierrental expense reflects lease contracts for copy machines
located at the NLRB Headquarters and Field Offices. ForFY 2024, the commercial copieryearly contractis
$143,108; for FY 2023 the cost was $154,288.

Future Copier Lease Payments

. Copier Lease Cost
(In Dollars)

2025 $ 144,288
2026 144,288
2027 144,288
2028 144,288
2029 144,288
After 5 Years 0
Total $ 721,440

Digital Mailing System. The digital mailing system expense reflects lease contracts for mailing systems
and postage meterslocated at the NLRB Headquarters and Field Offices. For FY 2024, the digital mailing
system costwas $117,779; for FY 2023 the cost was $89,782.

Future Digital Mailing Lease Payments

Digital Mailing

Fiscal Year Lease

(In Dollars)
2025 $ 108,723
2026 114,160
2027 119,868
2028 125,860
2029 132,154
After5 Years 138,762
Total $ 739,527
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Security Screening Machines. The security screening machines expense reflects lease contracts for
x-ray machines located at the NLRB Headquarters and Field Offices. ForFY 2024, the security screening
machines cost was $12,801; for FY 2023 the cost was $6,861.

Future Security Screening
Machine Payments

Security Screening
Machine Lease

Fiscal Year Cost
(In Dollars)
2025 $ 10,978
2026 0
2027 0
2028 0
2029 0
After 5 Years 0
Total $ 10,978

Note 10. Inter-Entity Costs

Goods and services arereceived from other federal entities at no cost or at a cost less than the full cost to
the providing federal entity. Consistent with accounting standards, certain costs of the providing entity
that are not fully reimbursed are recognized as imputed cost in the Statement of Net Cost and are offset by
imputedrevenuein the Statement of Changes in Net Position. Suchimputed costs and revenuesrelate to
employee benefits. However, unreimbursed costs of goods and services other than those identified are not
includedin the financial statements.

The OPM pays pension and other future retirement benefits on behalf of federal agencies for federal
employees. The OPM providesrates forrecording the estimated cost of pension and other future
retirement benefits paid by the OPM on behalf of federal agencies. The costs of these benefits are
reflected asimputed financing in the consolidated financial statements. Expenses of the NLRB paid orto be
paid by other federal agencies on September 30,2024 and 2023 consisted of:

(InDollars) m 2023

Office of Personnel Management

Pension Expenses $ 9,202,588 $ 5,923,539
Federal Employees Health Benefits 11,570,125 11,751,160
Federal Employees Group Life Insurance Program 28,093 26,709
Total Imputed Financing Costs $ 20,800,806 $ 17,701,408
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Note 11. Statement of Budgetary Resources

The purpose of the Federal budgetary accountingis to control, monitor, and report on funds made available
to Federalagencies by law and help ensure compliance with the law. The Statement of Budgetary Resources
providesinformation about how budgetary resources were made available as well as their status at the end of
the period. Itisthe only financial statement exclusively derived from the entity’s budgetary general ledgerin
accordance with budgetary accountingrules that are incorporatedinto GAAP for the federal government.

The following budget terms are commonly used from OMB Circular A-11, Preparation, Submission and
Execution of the Budget (Section 20.3):

Appropriation - a provision of law (not necessarily in an appropriations act) authorizing the expenditure of
funds fora given purpose. Usually, but not always, an appropriation provides budget authority.

Budgetary resources - amounts available to incur obligationsin a given year. Budgetary resources consist
of new budget authority and unobligated balances of budget authority providedin previous years.

Offsetting collections - payments to the Government that, by law, are credited directly to expenditure
accounts and deducted from gross budget authority and outlays of the expenditure account,
ratherthan added toreceipts. Usually, offsetting collections are authorized to be spent for the
purposes of the account without further action by Congress. They usually result from business-

like transactions with the public, including payments from the public in exchange for goods and
services, reimbursements for damages, and gifts or donations of money to the Government and from
intragovernmental transactions with other Government accounts. The authority to spend offsetting
collectionsis aform of budget authority.

Offsetting receipts - payments to the Government that are credited to offsetting receipt accounts

and deducted from gross budget authority and outlays, rather than added to receipts. Usually, they

are deducted at the level of the agency and subfunction, butin some cases they are deducted at the
level of the Government as awhole. They are not authorized to be credited to expenditure accounts.

The legislation that authorizes the offsetting receipts may earmark them for a specific purpose and
either appropriate them for expenditure for that purpose or require themto be appropriated in annual
appropriations acts before they can be spent. Like offsetting collections, they usually result from
business-like transactions with the public, including payments from the public in exchange for goods and
services, reimbursements fordamages, and gifts or donations of money to the Government, and from
intragovernmental transactions with other Government accounts.

Obligation - a binding agreement that will result in outlays, immediately orin the future. Budgetary
resources must be available before obligations can beincurred legally.

Outlay - apayment toliquidate an obligation (other than the repayment of debt principal or other
disbursements that are “means of financing” transactions). Outlays generally are equal to cash
disbursements but also are recorded for cash-equivalent transactions, such as the issuance of
debenturesto payinsurance claims, andin afew cases are recorded on an accrual basis such as interest
on publicissues of the public debt. Outlays are the measure of Government spending.

Forfurtherinformation about the budget terms and concepts, see the “Budget Concepts” chapter of the
Analytical Perspectives volume of the President’s Budget.
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The NLRB's total budgetary resources was $310,917,286 as of September 30,2024 and $307,167,691 as

of September 30, 2023; itincludes new budget authority, unobligated balances at the beginning of the
year, spending authority from offsetting collections, recoveries of prior year obligations and permanently
not available. The NLRB received $299,224,000 in appropriations as of September 30,2024, and
$299,224,000 as of September 30,2023. The NLRB’s unobligated balance on September 30, 2024 was
$6,245,061and on September 30,2023 was $7,738,892.

Note 12. Undelivered Orders at the End of the Period

Undelivered orders are purchase orders issued by the NLRB during the FY 2024 and the five expiring fiscal
years, which have not had delivery of the required product or service as of September 30,2024 and 2023.
Itis anticipated that these undelivered orders will be provided in future periods and will require resources

obligated during the respective fiscal years.

Undelivered Orders as of September 30, 2024 and 2023
(InDollars) m 2023

Intragovernmental
Paid - -
Unpaid 18,971,158 16,440,315
Total Intragovernmental 18,971,158 16,440,315
Public
Paid 48,284 71,382
Unpaid 17,497,570 23,218,860
Total Public 17,545,854 23,290,242
Total Undelivered Orders $ 36,517,012  $ 39,730,557
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Note 13. Fiduciary Activities

The fiduciary cash and other assets are not assets of the federal government, are notrecognized on the
Balance Sheet, and are assets of a non-federal party forwhich the federal governmentis responsible.

The NLRB Escrow Accounts are fiduciary deposit funds presentedin accordance with SFFAS 31, Accounting
forFiduciary Activities, and OMB Circular A-136, Financial Reporting Requirements. The Escrow Accounts,
Temporary Restraining Order Cases (420X6152) and Backpay Cases (402X6154) are authorized by Title 31
United States Code, Section 3513 and Title 29 United States Code, Section 151-169. The Escrow Account,
Temporary Restraining Order Cases (420X6152) was established to separate cases related to protective
restraining orders.

The NLRB investigates and adjudicates disputes between private sectoremployees, employers, and unions.
Part of the NLRB’s missionis to determine if the employer (or sometimes the union), hereinreferred to as
respondent, engaged inunfairlabor practices, whichresultedin aloss of employment orwages for the
affected employees (discriminatees). In some cases, therespondentis ordered to pay monetary amounts
tothe discriminatees. These payments can be paid by respondents directly to the discriminatees or they
can pay the NLRB, which disburses the funds to the discriminatees. The NLRBis authorized to collect funds
on behalf of discriminatees.

The fiduciary funds collected by the NLRB are held in escrow and represent funds that were collected as
part of the standard Board remedy whenever a violation of the NLRA has resulted in aloss of employment
orearnings. The NLRB collects the funds, and then distributes them to employees, unions, pension funds,
orotherdiscriminateesin the settlement. The NLRB has the option to invest funds in federal government
securitiesif the funds willremainin escrow for a lengthy period. NLRB’s fiduciary funds are notinvested.

The NLRB executed an MOU with the U.S. Treasury that established agreed upon policies and procedures
forinvesting moniesin, and redeeminginvestments held by, the fiduciary fund account in the U.S. Treasury.
The NLRB manages these fundsin a fiduciary capacity and does not have ownership rights againstits
contributions and investments; the assets and activities summarized in the schedule below are not
presentedinthe financial statements. The NLRB’s fiduciary activities are disclosed in this note.
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Schedule of Fiduciary Activity

For the years ended September 30, 2024 and 2023

(nDollary | 2024 | 2023

Fiduciary Funds el - Fix::?;r Ul Ui Figﬁi?;r
y 420X6152 420X6154 Y 420%6152 420X6154 y
Funds Funds
Fiduciary net
assets, beginning $ 0 $ 10,620,348 $ 10,620,348 $ 0O $ 10,781,512 $ 10,781,512
of year
Fiduciary Revenues 0 217,850 217,850 0 631,357 631,357

Disbursements to
and on behalf of 0 (6,214,474) (6,214,474) 0 (792,521) (792,521)

beneficiaries

Increase/
(Decrease)in 0 (5,996,624) (5,996,624) 0 (161,164) (161,164)

fiduciary net assets

Fiduciary net $ 0 $ 4623724 $ 4623724 $ 0 $ 10620348 $ 10,620,348
assets, end of year

Fiduciary Net Assets as of September 30, 2024 and 2023

(npotars) | 204 | 2023

Fiduciary Funds Uiz e Figﬁi?; e Pl FiJSZ?;r

y 420X6152 420X6154 "Y' 420x6152 420X6154 y

Funds Funds
Fiduciary Assets

FundBalancewith ¢ 0 $ 4623724 $ 4623724 $ 0 $ 10620348 $ 10,620,348
Treasury
Less: Liabilities (18,924) (18,924) (20,915) (20,915)
;Ziae'tzid“dary net g 0 $ 4604800 $ 4604800 $ 0 $ 10,599,433 $ 10,599,433
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Note 14. Reconciliation of Net Cost to Net Outlays

SFFAS 53, Budget and Accrual Reconciliation (BAR), amended SFFAS 7, Accounting for Revenue and Other
Financing Sources and Concepts for Reconciling Budgetary and Financial Accounting and 24, Selected
Standards forthe Consolidated Financial Report of the United States Government, and rescinded SFFAS
22,Changein Certain Requirements for Reconciling Obligations and Net Cost of Operations. SFFAS 53
provided forthe BAR toreplace the statement of financing. The BAR explains the relationship between
the NLRB’s net outlays on a budgetary basis and the net cost of operations during the reporting period.
Thereconciliation starts with the net cost of operations as reported on the Statement of Net Cost and will
be adjusted by components of net cost that are not part of net outlays. Common componentsinclude
depreciation and gains and losses on disposition of assets and changesin assets and liabilities (e.g.,
accountsreceivable, accounts payable and salaries and benefits) not affecting budget outlays. Net cost
of operationsis also adjusted by budget outlays that are not part of net operating cost. Components of
budget outlays that are not part of net operating costinclude the acquisition of capital assets, inventory,
and other assets. Otherreconciling differences, when applicable, include timing differences.
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Reconciliation of Net Cost to Net Outlays
As of September 30, 2024

(InDollars) With the public Total 2024

Net Cost of Operations $ 112,597,483 $ 207,365,697 $ 319,963,180

Components of Net Cost That Are Not Part of Net Outlays
Gains/Losses on all Other Investments 46,448 46,448

Increase/(Decrease) in Assets not affecting Budgetary Outlays

Accountsreceivable, net 529,256 529,256

Other Assets 18,833 29,450 48,283
(Increase)/Decrease in Liabilities not affecting Budgetary Outlays

Accounts payable (2,140,735) (54,293) (2,195,028)

Federal Employee Salary, Leave and (16,668,393) (16,668,393)

Benefits Payable

Otherliabilities (196,322) (196,322)
Total Components of Net Operating Cost (2,318,224) (16,117,532) (18,435,756)

not part of the Budgetary Outlays
Components of Net Outlays That Are Not Part of Net Cost

Acquisition of capital assets

Total Other Reconciling Items

OtherTemporary Timing Differences 1,450 1,450
Total Net Outlays $ 110,279,259 $ 191,249,615  $ 301,528,874
Budgetary Agency Outlays, net $ 301,528,874
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Reconciliation of Net Cost to Net Outlays
As of September 30, 2023

(InDollars) With the public Total 2023

Net Cost $ 103,040,300

Components of Net Cost That Are Not Part of Net Outlays

Other
Increase/(decrease)in assets

Accountsreceivable

Otherassets 15,625
(Increase)/decreaseinliabilities

Accounts payable 825,444

Salaries and benefits (992,660)

Otherliabilities (440,366)
Total Components of Net Cost That Are Not (591,957)

Part of Net Outlays
Components of Net Outlays That Are Not Part of Net Cost

Acquisition of capital assets

Total Components of Net Outlays That
Are Not Part of Net Cost
OtherTemporary Timing Differences
Net Outlays $ 102,448,343

Related Amounts on the Statement of
Budgetary Resources

Outlays, net
Distributed offsetting receipts

$ 200,374,965

3,760

542,613
55,757

(780,092)
(145,263)
(16,770,335)

(17,093,560)

393
$ 183,281,798

$ 303,415,265

3,760

542,613
71,382

45,352
(1,137,923)
(17,210,701)

(17,685,517)

393
$ 285,730,141

285,730,141
0

Agency Outlays, Net

$ 285,730,141

Note 15. Commitments and Contingencies

In addition to future commitments discussed in Note 9 (Leases), the NLRB is committed under obligations at
year-end for goods and services which have beenreceived and not yet paid or for goods and services which
have been ordered but notyetreceived. These are unpaid delivered orders and unpaid undelivered orders.

The NLRB was not party to any legal actions that were likely to resultin a material liability. Accordingly, no

provisionforlossisincludedin the financial statements.
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ll INSPECTORGENERAL’S TOP PERFORMANCE
AND MANAGEMENT CHALLENGES

UNITED STATES GOVERNMENT
National Labor Relations Board
Office of Inspector General

Memorandum

October 31, 2024

To: Board and General Counsel
From: Ruth Blevins 4% Zlovisira
Inspector General

Subject: Top Management and Performance Challenges

As part of the Performance and Accountability Report, the Office of Inspector General (OIG) is
mandated by section 3516 of title 31 to outline what the Inspector General identifies as the most
significant management and performance challenges facing the National Labor Relations Board
(NLRB or Agency). Additionally, the OIG must provide a brief assessment of the Agency's progress
in addressing these challenges. This memorandum serves to meet that requirement. The information
included in this report is derived from our reviews, investigations, and general observations of the
NLRB’s operations. For Fiscal Year (FY) 2024 we have three top management and performance
challenges:

e Operational Management

e Human Capital Management and Maintaining the Agency’s Institutional
Knowledge

e Information Technology Security

We also have a previous top management and performance challenge that we intend to remove from
future reporting:

¢ Financial Management

For the purposes of this report, an issue may be classified as a management or performance challenge
even if it is not a deficiency or beyond the Agency's control. The challenges outlined here do not
necessarily indicate OIG findings or imply mismanagement or failures on the part of NLRB leadership.
We view a challenge as a task or endeavor complicated by existing circumstances. In last year’s
memorandum, we identified five key management and performance challenges.

Operational Management

The NLRB continues to face significant challenges due to a decrease in field staff. Various sources
indicate a steady decline in the number of field agents, leading to ongoing understaffing in field offices
and a backlog of cases. To help alleviate some of the backlog, headquarters staff started assisting with
casework, which includes investigating unfair labor practice charges, writing representation case
decisions, monitoring deferrals and informal settlements, and supporting litigation efforts.
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Additionally, regional offices redistributed some workload among themselves through an inter-
regional assistance process.

While these measures address immediate case processing needs, they do not resolve the long-term
staffing shortages. Furthermore, we do not anticipate a reduction in case intake that would be sufficient
to address the staffing issues in field offices. In FY 2024, the Agency continued hiring to fill critical
vacancies in field offices, but staffing levels remain below requirements and the case backlog
continues.

Moreover, our Performance Based Staffing audit! revealed that the Agency's method for allocating
full-time employees to regional offices does not align with Circular A-11. The current allocation
process also lacks essential internal controls, putting the Agency at risk of misallocating full-time
employees in a way that could hinder its ability to meet its goals and objectives.

The Agency is also dealing with an outdated, 17-year-old case processing system known as NxGen.
During our audits of Casehandling Efficiency? and the Division of Judges®, we encountered significant
reliability issues with case processing data. Conversations with NxGen users, both in management and
non-management roles, highlighted the challenges of navigating the system and its data. Problems
with the system include case processing delays, reduced data reliability, cybersecurity risk, and
adaptability issues with evolving technological standards. In September 2024, the Agency entered into
a flexible funding agreement with the General Services Administration for $23 million from the
Technology Modernization Fund. The funding will allow it to begin development of a modern, cloud-
based case management system. While the Agency works on modernizing its case management
system, it will continue to experience challenges using the legacy system and may need additional
funds to complete the project.

The Agency's capacity to tackle these overarching challenges is closely linked to its funding levels. For
many years, NLRB’s budget remained at the FY 2014 level. In FY 2023, funding was increased but
still fell short of the budget request. FY 2024 funding has remained at the same level as FY 2023,
making it a significant challenge to address ongoing staffing issues and the operational costs of
information technology.

Human Capital Management and Maintaining the Agency’s Institutional Knowledge

Maintaining a stable and productive workforce is essential for the NLRB to maintain its institutional
knowledge and effectively carry out its statutory mission. As noted in previous Management
Challenge reports, our audits over time have revealed a loss of institutional knowledge in management
practices as new personnel assume key roles. In some cases, while historical practices may not be
documented, the context behind their development is often lost due to staff turnover.

In FY 2024, the Division of Administration continued to implement a succession and management
program aimed at supporting the Agency's efforts to recruit, develop, and promote aspiring leaders into
key positions throughout the organization.

Information Technology Security
The FY 2016 Federal Information Security Modernization Act (FISMA) review marked a shift from

simply evaluating the Agency's actions to assessing the maturity of its information technology security
processes. Over the past several years, the Office of the Chief Information Officer (OCIO) has made

! performance Based Staffing, OIG-AMR-102-24-02, March 22, 2024.
2 Casehandling Efficiency, OIG-AMR-97-22-04, June 27, 2022.
3 Division of Judges Audit, O1G-AMR-98-22-06, September 29, 2022.
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significant strides in enhancing the Agency’s information technology security processes and maturity
level. In FY 2024, the OCIO achieved the “optimized” level and received an “effective” rating during
the FY 24 FISMA audit*. However, due to the rapid advancements in technology and the evolving
nature of threats, we anticipate that the OCIO will continue to face challenges in securing the NLRB
network. To address these challenges, the OCIO will require adequate funding to maintain and
upgrade NLRB systems, as well as to ensure a sufficient staffing level of skilled personnel to
effectively manage these processes.

Financial Management

In July 2012, the Board established the Office of the Chief Financial Officer (OCFO) in response to a
recommendation from the FY 2010 financial statement audit. The OCFO encompasses budget,
procurement, and finance functions. Subsequent audits of the financial statements revealed ongoing
issues, including significant deficiencies and material weaknesses in financial management.
Additionally, our Fiscal Year 2019 Budget Execution audit® identified several internal control concerns
related to the OCFQO’s budgeting processes that resulted in a funding lapse.

Since FY 2020, OCFO has worked diligently to address concerns and has closed all related to
Financial Management. Also in FY 2020, the Agency eliminated the funding lapse and obtained an
unqualified audit opinion with no significant deficiencies or material weaknesses. Because of the
significant progress made throughout the past several years, we no longer consider financial
management a major management challenge for the agency.

“ NLRB FISMA Audit for Fiscal Year 2024, OIG-AMR-106-24-04, August 16, 2024.
5 Fiscal Year 2019 Budget Execution, OIG-AMR-91-20-04, September 16, 2020.
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Il SUMMARY OF AUDIT AND
MANAGEMENT ASSURANCES

Summary of Financial Statement Audit

Audit Opinion: Unmodified

Restatement: No

Material Beginning ; .
0 0 0 0 0

Summary of Management Assurances
Effectiveness of Internal Control Over Operations (FMFIA §2)

Statement of Assurance: Unmodified
Material Beginning : Ending
0 0 0 0 0 0

Compliance with Financial Systems Requirements (FMFIA §4)

Statement of Assurance: Unmodified

Material Beginning . Ending
0 0 0 0 0 0
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PAYMENT INTEGRITY INFORMATION
ACT REPORTING

The PIIA amends Government-wide improper payment reporting requirements by repealing and replacing
the IPIA, IPERA, IPERIA, and the FRDAA.

The NLRB isrequired by the PlIA to assess the disbursement process and estimate the approximate amount
of improper payments every three years. The NLRB’s latest IPIA assessment and review performed by an
independent consultantin FY 2022 concluded that the NLRB program and activities were at a low risk for
improper payments.

ForFY 2024, the NLRB processed $301,528,874 in disbursements which included payroll and benefits of
$235,107,439 and travel of $1,216,528. In addition, the NLRB paid $65,204,907 to vendors which accounted
for22.0 percent of the total disbursements.

The NLRB’sindependent review evaluated the procedures in the Agency’s payment and disbursement
processes. It also tested and assessed the design and effectiveness of internal controls. Giventhese
controls, the PllIA assessment found no improper paymentin the testing and found that the estimated
improper payments to be within the thresholds defined by PIIA. Thus, improper payments forthe NLRB’s
programs did not exceed $10.0 million and 1.5 percent of the program total expenditures or $100.0 million
of the total program expenditures. The Agency estimates the improper paymentsrate to be at most 1.5
percent and the improper payment amount to be no more than $4,522,933. Therefore, the NLRB has
effective procedures and controls in place forits payment and disbursement processes. The NLRB has
reasonable assurance that controls over financial and non-financial operations are sufficient.

No additional reporting requirements are necessary.
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https://www.paymentaccuracy.gov

NLRB Other Information

Do Not Pay Initiative

The mission of the Treasury’s Do Not Pay (DNP) teamis to “protect the integrity of the government’s payment
process by assisting agencies in mitigating and eliminating improper payments in a cost-effective manner
while safeguarding the privacy of individuals.” The NLRB echoes that sentiment and has made eliminating
improper payments one of the Agency’s financialmanagement priorities. The DNP portalis a multifaceted
system that embraces resources from several agency subsystemsi.e., Social Security Administration’s
Death Master File (DMF), GSA’s System for Award Management (SAM) Exclusion Records as well as the
Treasury Offset Program. DNP uses this network of systems in order to disseminate to agencies who should
orshould notreceive public funds in order to reduce or prevent the likelihood of improper payments.

InFY 2024, the DNP portal vetted 8,200 payments for authenticity and validity. The number of payments
made amounted to $34,924,165.68 in disbursements that passed through DNP’s network of red flag
indicating systems. DNP did not identify any payments which matched a vendor name on the Excluded
Parties List (EPL).

October2023 - September 2024
Number (#) | Dollars ($)

Number (#) Dollars ($)

Number Dollars of improper | ofimproper
otg\fi)érvr;zzts Of'_g?i)gngts (#) of ($) of payments payments
forimprober | forimprober payments | payments reviewed reviewed

a nF:enFt)s a rﬁen?s stopped stopped and not and not
pay pay stopped stopped
Reviews with
DME Public 8,200 $34,924,165.68 0 $0 O $0
Reviews
With SAM 8,200 $34,924,165.68 0 $0 0 $0
Exclusions
Public

B Paymentintegrationis provided to allagencies that use Treasury to disburse funds. Death data sources
are offered as the default data sources to which all payments are matched.

B Paymentsreviewed forimproper paymentsincludes the total number of payments disbursed by the
Agency through the Payment Automation Manager (PAM). Payment files are submitted by the Agency
inthe PAM Standard Payment Request (SPR) format. The Agency’s PAM SPR file is transmitted to the
Portal for matching against the AlS Death Data, the DMF, the DOD Death Data, and the DOS Death Data
minus any payments that were excluded from matching due to (1) a missing or unmatchable taxpayer
identification number (DMF only) or (2) a missing name.

B Payments stoppedis currently not applicable since the DNP matching and adjudication processis based
onthe post paymentresults.

B Improper payments reviewed and not stopped includes the total number of matches identified by the
DNP Initiative that were adjudicated as proper by the Agency.
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REAL PROPERTY

The GSA, the nation’s largest public real estate organization, provides workspace formore than 1.2 million
federalworkers throughits Public Buildings Service. Approximately half of federal employees are housed

in buildings owned by the federal government and half are located in separate leased properties, including
buildings, land, antenna sites, etc. across the country. GSA chargesrent to over 100 federal agencies, which
is depositedinto the federal buildings fund and used to operate the government’s buildings and pay rent to

private companies forleased space.

The GSAsserves as thereal estate agent for the NLRB by providing office space in federal and leased space.
GSAis the organization that makes the appropriate and final determination for NLRB office locations.
Federal building occupancy is the preferred choice. GSA determines which space is the most cost
effective forthe government. GSAlease actions start +/- 18 months prior to lease expiration. The leaseis

signed betweenthe lessorand GSA. The Agency signs an occupancy agreement (OA) with GSA.

This link takes you to the GSA’s website: https://www.gsa.gov/tools-overview/buildings-and-real-
estate-tools/inventory-of-gsa-owned-and-leased-properties. The chart below provides information
onNLRBlocations.

NLRB Location

Headquarters

R-1Boston

SR-34 Hartford

R-2New York

R-3Buffalo

https://catalog.data.gov/dataset/inventory-of-owned-and-leased-properties-iolp

Address

1015 Half Street, SE
Washington, DC 20570-
0001

ThomasP. O’'Neill Federal
Building 10 Causeway
Street, Suite 1001
Boston, MA 02222-1072

A. A. Ribicoff Federal Bldg
& Courthouse
450 Main St, 4th Floor
Hartford, CT 06103-3503

JacobK. Javits Federal
Building 26 Federal Plaza,
Room 3614 New York, NY

10278-0104

Niagara Center Building
130 S. Elmwood Avenue,
Suite 630
Buffalo, NY14202-2387

Current
Building

Type

Leased

Federal

Federal

Federal

Leased

GSA

Location

Code

DCO719

MAO153

CT0054

NY0282

NY7340

GSA
OA
Number

ADCO7116

AMAOOT19

ACTO1875

ANYO02166 &
ANYO02687

ANYO7196

Current
Rentable

Square

Footage

152,872

8,813

14,602

3,853

10,296

OATerm
StartDate

6/30/2015

9/1/2022

9/27/2020

9/12/2022

9/20/2015

OATerm
Expiration Date

6/29/2025

3/14/2032

5/31/2030

1/31/2030

9/19/2025


https://www.gsa.gov/tools-overview/buildings-and-real-estate-tools/inventory-of-gsa-owned-and-leased-properties
https://www.gsa.gov/tools-overview/buildings-and-real-estate-tools/inventory-of-gsa-owned-and-leased-properties
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https://catalog.data.gov/dataset/inventory-of-owned-and-leased-properties-iolp

Current
Rentable OATerm OATerm
Square StartDate Expiration Date
Footage

Current GSA GSA
NLRB Location Address Building | Location OA
Type Code Number

LeoW. O'Brien Federal
Building 1A Clinton Ave,
Room 342 Albany, NY
12207-2366

RO-3 Albany Federal NYO0300 ANY02196 3,993 3/1/2019 2/28/2029

100 Penn Square East,
. : Suite 403
R-4 Philadelphia Philadelphia, PAT9107- Leased PAO549 APA04935 12,525 10/16/2018 10/15/2028

3323

, 101W. Lombard St.
R-5Baltimore Baltimore, MD 21201 Federal MD1440 AMDO06274 9,771 5/13/2024 5/12/2034

1015 Half Street, SE,
RO-5 Suite 6020 Incl. w/
Washington,DC ~ Washington, DC 20570~ EEEe e ADETAE Headquarters

0001

6/30/2015 6/29/2025

William S. Moorhead
Federal Building
R-6 Pittsburgh 1000 Liberty Avenue, Federal PA0233 APAQ1602 18,365 12/15/2018 12/14/2028
Room 904
Pittsburgh, PA15222-4

P. V. McNamara Federal
Building 477 Michigan
R-7 Detroit Avenue, Federal MIOI3IMC  AMIO5260 12,173 2/1/2019 1/31/2028
Room 05-200
Detroit, M| 48226-2569

Gerald Ford Federal Bldg
RO-7Grand 110 Michigan StNW,Rm 299
Rapids Grand Rapids, Ml
49503-23

Federal MI0137 AMIO4500 6,465 9/27/2020 8/31/2029

Anthony J. Celebrezze
Federal Building
R-8 Cleveland 1240 East 9th Street, Federal OHO0192 AOHO00148 19,286 1/1/2017 10/31/2027
Room 1695
Cleveland, OH 44199-2086

JohnWeld Peck Federal
Building 550 Main Street,
Room 3003
Cincinnati, OH45202-3

R-9 Cincinnati Federal OHOI89CN AOHO05409 22,971 2/1/2018 1/31/2028

Peachtree Summit Federal
Building 401W.
R-10 Atlanta Peachtree St. NW Federal GAO087 AGA04525 2,691 3/1/2021 2/28/2031
Suite 472
Atlanta, GA30308-3525

One West 4th Street
Suite 710 Leased NC271 ANCO03510 5,949 1/7/2022 12/18/2036
Winston-Salem, NC 27101

SR-11Winston-
Salem
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NLRB Location

RO-10

Birmingham

RO-26 Nashville

R-12Tampa

RO-12 Miami

SR-24 San Juan

R-13 Chicago

R-14 St. Louis

SR-17 Overland
Park

RO-14Tulsa

R-15New
Orleans

SR-26 Memphis

https://catalog.data.gov/dataset/inventory-of-owned-and-leased-properties-iolp

Address

Ridge Park Place,
Suite 3400
1130 South 22nd Street
Birmingham, AL
35205-2871

810 Broadway, Suite 302
Nashville, TN 37203-3859

South Trust Plaza
Suite 530
201East Kennedy Blvd
Tampa, FL 33602-5824

Claude PepperFederal
Building Federal Building,
Room 1320
51SW st Avenue
Miami, FL 33130-1608

LaTorre de Plaza
Suite 1002

525F. D. Roosevelt Avenue

SanJuan, PR00918-1002

Dirksen Federal Building
and Courthouse
219 South Dearborn Street,
Suite 808
Chicago, IL60604

RobertA. Young
Federal Building
1222 Spruce Street,
Room 8.302
St. Louis,MO 63103-2829

8600 Farley Street,
Suite 100 Overland Park,
KS 66212

Tulsa Federal Building
224 South Boulder Avenue,
Room 322
Tulsa, OK74103-3027

F. Edward Hebert
Federal Building
600 South MaestriPlace,
7thFloor
New Orleans, LA
70130-3413

The Brinkley Plaza Bldg.
80 Monroe Avenue,
Suite 350
Memphis, TN 38103-2481

Current
Rentable
Square
Footage

GSA GSA
Location OA
Code Number

Current
Building
Type

OATerm
StartDate

Leased AL2154 AALO2336 3,853 8/14/2012
Leased TN2038 ATNO2958 3,605 4/15/2013
Leased FL2155 AFLO6267 7,443 5/15/2023
Federal FLOOGI AFLO0498 5,769 6/1/2013
Federal PR3928 APR0O2840 9,343 7/1/2014
Federal ILO205 AILO6640 23,860 1/1/2016
Federal  MOO0106 AMOO0055 13,487 6/1/2017
Leased KS1492 AKSQO1959 11,057 1/13/2014
Federal ~ OKO063  AOKOO169 2,233 9/27/2020
Federal LAOO34 ALAQT186 18,296 2/6/2019
Leased TN2220 ATNO3204 2,962 7/01/2023

OATerm
Expiration Date

8/13/2027

41472025

3/31/2038

3/31/2032

6/30/2027

12/31/2031

5/31/2032

112/2026

8/20/2030

1/31/2029

5/19/2032
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Current
Rentable
Square
Footage

Current GSA GSA
Building | Location OA
Type Code Number

OATerm
Start Date

OATerm

NLRB Location Expiration Date

Address

Metropolitan National Bank

RO-15 Little
Rock

R-16 Fort Worth

RO-16 Houston

RO-16 San

Antonio

R-18
Minneapolis

SR-30

Milwaukee

R-19 Seattle

SR-36 Portland

R-20 San

Francisco

SR-37 Honolulu

R-21Los
Angeles

RO-21San
Diego

Building
425 West Capitol Ave.,
Suite 1615 Little Rock, AR
72201-3401

FritzG. Lanham Federal
Building 819 Taylor Street,
Room 8A24
Ft. Worth, TX76102-6178

Mickey Leland Federal
Building 1919 Smith Street,
Suite 1545
Houston, TX77002

Garcia Federal Building
615 East Houston Street,
Suite 559
SanAntonio, TX78205-1

212 3rd Avenue South
Minneapolis, MN
55401-2221

310 West Wisconsin
Avenue, Suite #700
Milwaukee, WI53203-2211

Jackson Federal Building
9152nd Avenue,
Room 2948
Seattle, WA 98174-1078

Edith Green-Wendell
Wyatt Federal Building
1220 SW 3rd Avenue
Portland, OR97204-2825

Phillip Burton Federal
Building 450 Golden Gate
Avenue 3rd Fl
Suite 3112
San Francisco, CA 94102

Prince Kuhio Federal
Building 300 AlaMoana
Boulevard,Room7-245

Honolulu, HI96850-4980

U.S. Courthouse
312N Spring Street,
10th floor
LosAngeles, CA
90017-5449

555West Beech Street,
Suite 418 San Diego, CA
92101-2939

Federal

Federal

Federal

Federal

Federal

Leased

Federal

Federal

Federal

Federal

Leased

Leased

AROO63

TX0224

TX0298

TXO0164

MNOO36

WI542RP

WAOIO01

OR0O043

CAO154

HIOOT

CAO041

CA5938

AARO2922

ATXO0305

ATXO2117

ATX07520

AMNO3832

AWI02887

AWAO0901

APRO4200

ACAI12090

AHIO0093

ACAT1399

ACAQO8118

2,501

12112

651672

2,517

14,152

10,226

16,307

5,478

10,510

3,661

17,945

1,965

12/1/2021

11/1/2012

10/1/2014

9/27/2020

9/27/2020

9/1/2013

11/1/2017

10/1/2013

9/1/2022

10/1/2017

10/1/2018

1/1/2018

11/30/203]

9/30/2026

9/30/2029

9/30/2027

4/30/2030

3/7/2026

10/31/2027

9/30/2028

8/31/2032

9/30/2027

9/30/2028

12/31/2023
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NLRB Location

R-22 Newark

R-25
Indianapolis

SR-33 Peoria

R-27 Denver

R-28 Phoenix

RO-28
Albugquerque

RO-28Las
Vegas

R-29 Brooklyn

R-31West Los
Angeles

R-32 Oakland

DOJ-
Washington, DC

https://catalog.data.gov/dataset/inventory-of-owned-and-leased-properties-iolp

Address

Federal Building
20 WashingtonPlace,
5th Floor
Newark, NJ07102-3

Minton-Capehart Federal
Building
575N. Pennsylvania Street,
Room 238
Indianapolis, IN
46204-1577

101SW Adams Street,
4th Floor Peoria, IL
61602

Byron G. Rogers Federal
Building 1961Stout Street,
13th Floor Denver, CO
80202-5433

2600 North Central
Avenue, Suite 1400
Phoenix, AZ85004-3099

The Federal Building and
U.S. Courthouse
421Gold Avenue SW,
Suite 310
P.O. Box 567
Albuguerque, NM
87103-2181

Foley Federal Buildingand
Courthouse
300 S Las Vegas Blvd,
Suite 2-901
LasVegas, NV 89101

One Metrotech Center,
351 Jay Street, Suite 2000,
Brooklyn, NY11201-3948

M50 West Olympic Blvd,
Suite 700
LosAngeles, CA
90064-1824

Oakland Federal Building
1301Clay Street,
Room 300-N
Oakland, CA94612-5211

1015 Half Street, SE - Suite
6034 Washington, DC
20570-0001

Current
Building

Type

Federal

Federal

Leased

Federal

Leased

Federal

Federal

Leased

Leased

Federal

Leased

GSA
Location
Code

NJOO56

INO133

L2637

CO0039

AZ7319

NM0O502

NVOO13

NY7695

CA7365

CAO28I

DCO719

147

GSA
(0].
Number

ANJOOO3]1

AINO0258

AILO6665

ACO05930

AAZ04330

ANMO1766

ANV02878

ANY10178

ACAI0028

ACA00440

ADCO7116

Current
Rentable
Square
Footage

17,633

12,930

5,599

12,743

13,253

5,028

7,952

15,294

18,774

8,494

Incl. w/
Headquarters

OATerm
StartDate

8/1/2017

3/1/2018

6/1/2015

11/8/2013

12/1/201

7/1/2017

2/1/2015

6/27/2024

2/19/2013

11/9/2018

6/30/2015

OATerm
Expiration Date

7/31/2027

10/31/2028

5/31/2025

1/15/2028

11/30/2024

6/12/2027

1/31/2030

6/26/2039

2/18/2026

10/31/2028

6/29/2025
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OATerm

Current
Current GSA GSA
NLRB Location Address Building | Location OA il 2]
Square StartDate
Type Code Number
Footage
JacobK. Javits
26 Federal Plaza, Suite
DOJ-New York 412120 New York, New York Federal NY0282 ANYO9511 4,047 9/M/2017

10036-5503

BOE Ronald Dellums Oakland

-2an Federal Building

ol 1301 Clay Street, Suite Federal CA0281 ACAI12244 2,022 1/1/2022
1550S Oakland, CA 94612

Expiration Date

9/10/2027

10/31/2032



APPENDICES

— - ==
= = ey

il R LR o

Protecting Democracy in the Workplace Since 1935




NLRB Appendices

Acronyms
AANHPI Asian Americans, Native Hawaiians, and Pacific Islanders
ABA American Bar Association
ADA Antideficiency Act
ADR Alternative Dispute Resolution
ALJ Administrative Law Judge
AMB Acquisitions Management Branch
BMS Backpay Management System
CCSLB Contempt, Compliance and Special Litigation Branch
CDO Chief Diversity Officer
CDM Continuous Diagnostic Monitoring
CFO Chief Financial Officer
COR Contracting Officer Representative
CWTSato (Carlson Wagonlit) NLRB's travel Management Service
CY Calendar Year
DataAct Digital Accountability and Transparency Act of 2014
DCIA Debt Collection Improvement Act of 1996
DEIA Diversity, Equity, Inclusion, and Accessibility
DHS Department of Homeland Security
DMF Death MasterFile
DNP ‘Do Not Pay” List
DOJ Department of Justice
DOL Department of Labor
EEO Equal Employment Opportunity
EEOC Equal Employment Opportunity Commission
E-File Electronic Filing
ERG Employee Resource Group
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FAR
FASAB
FEVS
FFATA
FFMIA
FISMA
FMFIA
FOIA
FPB
FPDS-NG
FRDAA
FY
GAAP
GPO
GPRA
GPRAMA
GSA
HCPO
IBC
ILAB
ILB
IPERA
IPERIA
IPIA
IRP

IT
ITSM
Ius
LOA
MD&A
MOU
NLRA
NLRB
NxGen

Federal Acquisition Regulation

Federal Accounting Standards Advisory Board

Federal Employee Viewpoint Survey

Federal Funding Accountability and Transparency Act
Federal Financial Management Improvement Act of 1996
Federal Information Security Management Act

Federal Managers’ Financial Integrity Act
Freedom of Information Act

Facilities and Property Branch

Federal Procurement Data System - Next Generation
Fraud Reduction and Data Analytics Act of 2015

Fiscal Year

Generally Accepted Accounting Principles

Government Publishing Office

Government Performance and Results Act

Government Performance and Results Modernization Act
General Services Administration

Human Capital Planning Officer

Interior Business Center

Bureau of International Labor Affairs

Injunction Litigation Branch

Improper Payments Elimination and Recovery Act of 2010
Improper Payments Elimination and Recovery Improvement Act of 2012
Improper Payments Information Act of 2002

Internal Control, Risk, and Performance

Information Technology

Information Technology Services Management

Internal Use Software

Letters of Agreement

Management’s Discussion and Analysis

Memorandum of Understanding
National Labor Relations Act
National Labor Relations Board

Next Generation Case Management System
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OA Occupancy Agreement
OBIA Oracle Business Intelligence Application
OBIEE Oracle Business Intelligence Enterprise Edition
OCFO Office of the Chief Financial Officer
OCIO Office of the Chief Information Officer
OCPA Office of Congressional and Public Affairs
OED Office of Employee Development
OEEO Office of Equal Employment Opportunity
OFCCP Office of Federal Contract Compliance Programs
OGC Office of the General Counsel
OGE Office of Government Ethics
OHR Office of Human Resources
OIG Office of Inspector General
OMB Office of Management and Budget
OSC Office of Special Counsel
OSHA Occupational Safety and Health Administration
PACER Payments, Claims and Enhanced Reconciliation
PAM Payment Automation Manager
PAR Performance and Accountability Report
PAS Presidential Appointees with Senate Confirmation
PIAA Payment Integrity Information Act of 2019
PP&E Property, Plant, and Equipment
RA Reasonable Accommodation
SAM System for Award Management
SBA Small Business Administration
SES Senior Executive Service
SPR Standard Payment Request
TMF Technology Modernization Fund
ULP Unfair Labor Practice
USPS United States Postal Service
VPC Veterans Program Coordinator
WHD Wage and Hour Division
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Glossary
Adjudicate: Formal judgment or decision about a disputed matter.

Adversarial: Of atrial orlegal procedure in which the parties in a dispute have the responsibility for finding
and presenting evidence.

Amicus Curiae: Friend of the court.
Arbitrator: Anindependent person of body officially appointed to settle a dispute.

Backpay: Payment forwork done in the past that was withheld at the time, or for work that could have been
done had the workernot been prevented from doing so.

Case: The generaltermusedinreferring to a charge or petition filed with the Board. Each case is numbered
and carries aletter designationindicating the type of case.

Certiorari: Awrit ororder by which a higher court reviews a decision of alower court.

Charge: Adocument filed by an employee, anemployer, aunion, or anindividual alleging that a ULP has
been committed by a union oremployer.

Collective Bargaining: Negotiation between organized workers and theiremployer or employers to
determine wages, hours, rules, and working conditions.

Complaint: Adocument thatinitiates “formal” proceedingsina ULP case. Itisissued by the Regional
Directorwhen he or she concludes on the basis of acompletedinvestigation that any of the allegations
containedinthe charge have merit and the parties have not achieved settlement. The complaint sets forth
allallegations and information necessary to bring a case to hearing before an ALJ pursuant to due process of
law. The complaint contains a notice of hearing, specifying the time and place of the hearing.

Compliance: The carrying out of remedial action as agreed upon by the parties in writing; as recommended
by the administrative law judge in the decision; as ordered by the Board inits decision and order; or as
decreed by the court.

Consent Election: ARegional Directorwill hold a prehearing conference to attempt to resolve bargaining
unitissues and questions of voter eligibility without having to resort to a full hearing. This type of election
eliminates the need foraformal hearingif all parties voluntarily reach an agreement.

Decisions: Decisions by the Board and NLRB Administrative Law Judges.

Deferral: Under certain circumstances, it may be appropriate for a Regional Director to hold up making a
determination on the merits of a charge pending the outcome of proceedings onrelated matters. Such
matters may be pendingin the parties’ contractual grievance procedure or before the Agency or other
federal, state, orlocal agencies or courts.
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Dismissed Cases: Cases may be dismissed at any stage. Forexample, following aninvestigation, the
Regional Director may dismiss a case when he or she concludes that there has been no violation of the law,
that thereisinsufficient evidence to support further action, or for otherlegitimate reasons. Before the
chargeis dismissed, the charging party is given the opportunity to withdraw the charge by the Regional
Director. Adismissal may be appealed to the Office of the General Counsel.

Directed Election: An election which the Regional Director directs after evidenceis presented at a hearing
regarding the existence of questions concerning representation and the appropriateness of the bargaining
unit sought by the petitioning party.

Expungement: When a first-time offender of a prior criminal conviction seeks that the records of that earlier
process be sealed, making the records unavailable through the state or federal repositories.

Formal Action: Formal actions may be documents issued or proceedings conducted when the voluntary
agreement of all parties regarding the disposition of allissuesin a case cannot be obtained, and where
dismissal of the charge or petitionis not warranted. “Formal actions” are those in which the Board exercises
its decision-making authority in order to dispose of a case orissuesraisedina case. “Formal action” also
describes aBoard decision and consent orderissued pursuant to a stipulation, even though a stipulation
constitutes a voluntary agreement.

Gissel Bargaining Order: Gissel bargaining orders are orders to bargain with a union that may no longer have
majority support because of serious employer ULPs that have poisoned the possibility of a fair election.

Impact Analysis: Provides an analytical framework for classifying cases so as to differentiate among them
indeciding both the resources and urgency to be assigned each case. Allcases are assessed interms of
theirimpact on the public and their significance to the achievement of the Agency’s mission. The cases of
highest priority, those thatimpact the greatest number of people, are placed in Category lll. Depending on
theirrelative priority, other cases are placed in Categoryllorl.

Injunctive Relief: Atemporary remedy soughtin case of egregious violations of the Act pending final action
by the Board in which Counsel for the General Counsel asks a district courtjudge toissue an order requiring
the charged party to cease and desist from engaginginviolations of the Act and may also seek certain
affirmative actionsin ordertoreturnto status quo.

Injunctive Proceedings: The adjudicatory process by which Counsel for the General Counsel seeks
injunctive relief, as described directly above, from a district court judge.

Interstate Commerce: Inthe U.S., any commercial transaction or traffic that crosses state boundaries
orthatinvolves more than one state. Government regulation of interstate commerce is founded on
the commerce clause of the Constitution (Article |, section 8), which authorizes Congress “Toregulate
Commerce with foreign Nations, and among the several States, and with Indian Tribes.”

Investigative Subpoena: Use of a subpoena during a case investigation to ascertain facts on which to base
aninitialadministrative decision regarding the merits of charge allegations injurisdictional issues.

Litigation: Litigation by Board attorneys in federal court, including petitions for temporary injunctions,
defending Board decisions in court, and pursuing enforcement, contempt and compliance actions.

“Make-Whole” Remedy: Aremedy that provides a victim of an unfair labor practice with full restoration
of his orher status prior to the unfairlabor practice, which includes backpay, consequential damages, and
otherremedialrelief.
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Meritorious Unfair Labor Practice Charge: Charge allegations evidencing statutory violations.
“Mixed-Guard” Union: A union that has both security guards and non-guards as members.

“Nip-in-the Bud” Cases: Cases arising from allegations of unfair labor practices committed during union
organizing campaigns.

Overage Case: A caseisreported “overage” whenitis still pending disposition afterits time target was
exceeded.

P&P Committee: Practice and Procedure Under the NLRA Committee.

Petition: A petitionis the official NLRB form filed by alabor organization, employee, oremployer. Petitions
are filed primarily for the purpose of having the Board conduct an election among certain employees

of anemployer to determine whether they wish to be represented by a particular labor organization for
the purposes of collective bargaining with the employer concerning wages, hours, and other terms and
conditions of employment.

The NLRB currently has the following types of petitions:

B FormNLRB-502 (RC) - RC Petition - Certification of Representative

B FormNLRB-502 (RD) - RD Petition - Decertification (Removal of Representative)

B FormNLRB-502 (RM) - RM Petition - Certification of Representative (To be filed by Employer/Petitioner)

B FormNLRB-502 (UD) - UD Petition - Deauthorization of Union Shop Authority (Removal of Obligationto
Pay Dues)

Petitioner: The party who presents a petition to the court oraperson or entity who files arepresentation
case petitionwith the Agency.

Prosecutorial: Actsrelated to the process of litigating against a charged party when meritorious charge
allegations are found.

Protected Concerted Activity: The NLRA protects employees’ rights to engage in protected concerted
activities with or without a union, which are activities to improve working conditions, such as wages and
benefits.

Remedies: Remedies obtained toresolve unfairlabor practices, including backpay and offers of
reinstatement.

Reinstatement: To put a victim of an unfair labor practice backto his orherjob.

Representation Cases: Initiated by the filing of a petition—by an employee, a group of employees, alabor
organization acting on their behalf, orin some cases by an employer.

Secret-ballot Elections: Avoting method in which voter’s choicesin an election orreferendum are
anonymous, forestalling attempts to influence the voter by intimidation and potential vote buying.

Settlements: Aresolution between disputing parties about alegal case, reached eitherbefore or after
litigation begins.

Sua Sponte: A Latin phrase describing an act of authority taken without formal prompting from another
party.
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Social Media: Various online technology tools that enable people to communicate easily via the Internet
to share information and resources. These tools can encompass text, audio, video, images, podcasts, and
other multimedia communications.

Status Quo: A Latin phrase meaning the existing state of affairs, particularly with regards to social or political
issues.

Statutory: Required, permitted, or enacted by statute.

Stipulated Election: The parties agree on an appropriate unit and the method, date, time, and place of a
secret ballot election that will be conducted by an NLRB agent.

Taft-Hartley Act: The Labor Management Relations Act, better known as the Taft-Hartley Act (enacted
June 23,1947)is aU.S. federal law that restricts the activities and power of labor unions. The Taft-Hartley Act
amended the NLRA, informally the Wagner Act, which Congress passedin1935.

Temporary Injunction: A court order prohibiting an action by a party to alawsuit until there has been a trial or
other court action, the purpose of whichis to maintain the status quo and preserve the subject matter of the
litigation until the trial is over.

Unfair Labor Practice: Anunfairlabor practiceis unlawful conduct by either alabor organization oran
employerthatviolates the Act.

Union: An organized association of workers formed to protect and further theirrights and interests.

Withdrawals: Case resolution resulting from a charging party or petitioner deciding to withdraw the filing of
an ULP charge orrepresentation case petition.
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Il APPENDIXC

HISTORICAL PERFORMANCE MEASURES (FYs 2022-2026)

FY 2023 HISTORICAL PERFORMANCE MEASURES

FY 2023 GOAL 1 (MISSION): ENSURE EFFECTIVE ENFORCEMENT OF THE NATIONAL LABOR
RELATIONS ACT THROUGH TIMELY AND QUALITY CONSIDERATION AND RESOLUTION OF
UNFAIR LABOR PRACTICES WITH APPROPRIATE REMEDIES

FY 2023 GOALNO. 1, OBJECTIVE1, MEASURE1

Measure 1: The Field Office operations reach determinations on all unfair labor practice charges within 90
percent of the Agency’s timeliness goal.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 100.1days 100.1days 100.1days 100.1days 100.1days
ACTUAL 84.8 days 266 days N/A N/A N/A

Baseduponanaverage, Field Offices did not meet the goal of reaching case determinationin 90 percent of
unfairlabor practice cases within 91days pursuant to Memorandum GC 22-05, Goals for Initial Unfair Labor
Practice Investigations.

The Agency experienced a significantincrease in case intake (10.4 percent) and continued understaffing
despite amodestincrease inthe Agency’s budget. The Agency hasimplemented a program whereby
Headquarters staff are assisting the Field Offices with case handling.

FY 2023 GOALNO. 1, OBJECTIVE1, MEASURE 2

Measure 2: Issue 90 percent of pending unfair labor practice cases that, by the end of the fiscal year, will
have been pending before the Board for more than 18 months.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 90% 90% 90% 90% 90%
ACTUAL 81% 76% N/A N/A N/A

As of the end of FY 2023, 76 percent of pending unfair labor practice cases had been closed that, by the end
of the fiscal year, would have been pending before the Board for more than 18 months.

InFY 2023, the Board saw a significant increase in case intake, receiving a total of 321 cases, up from 308
casesinFY 2022. Asaresult, FY 2023 was an exceptionally busy year for the Board which continued to
operate at static staffing levels. Despite these challenges, the Board processed more cases thanlast fiscal
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year and successfully prioritized the issuance of more than a dozen significant precedent-setting decisions
during FY 2023. The Board also issued a Final Rule that improved the conduct of representation elections.
The high number of incoming total cases, however, contributed to the Board not meeting the 90 percent
goal for this measure related to unfair labor practice cases, missing the goal by 14 percent. The Boardis
committed to prioritizing the remaining FY 2023 “oldest cases” in FY 2024.

FY 2023 GOALNO. 1, OBJECTIVE 1, MEASURE 3

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is 180 days orless.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 180 daysorless 180daysorless 180 daysorless 180daysorless 180 daysorless
ACTUAL 108 days 106 days N/A N/A N/A

As of the end of FY 2023, the median age of all cases pending before the Board was 106 days, whichis well
below the goal of 180 days orless.

The Board’s continuing successful efforts to prioritize the completion of work onits oldest pending cases,
while striving to maintainits paceinissuing decisions overall, resulted in the Board achieving this measure by
over40 percent.

FY 2023 GOALNO. 1, OBJECTIVE 2, MEASURE1

Measure 1: Conduct annual quality reviews of all Field Offices’ unfair labor practice case files with overall
ratings.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 100% 100% 100% 100% 100%
ACTUAL 100% 100% N/A N/A N/A

The Division of Operations-Management has completed its review of all Field Offices’ unfairlabor practice
case files. Thisis the secondyear of the Agency’srevised quality review process in which Operations
reviewed representative case work that represents the breadth of the Field’s case-related performance
and provided timely oral and written feedback and guidance. The quality review encompassed not only
areview of the substantive work but also of Agency systems and processes related thereto. Overall
ratings are provided to the Field Offices early in the next fiscal year. The work of the Field Officesis being
performed at the highest levelin most of the casehandling work reviewed and at a high level for the
remaining casehandling reviewed.
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FY 2023 GOALNO. 1, OBJECTIVE 3, MEASURE 1

Measure 1: Ensure that at least 85 percent of Board Orders are closed or advanced to the next stagein
fewer than 300 days.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85% 85% 85% 85% 85%
ACTUAL 89.2% 88.2% N/A N/A N/A

Closed oradvanced cases to the next stagein fewerthan 300 daysin 45 of 51 cases, or 88.2 percent
exceeding the 85 percent of the strategic goal target.

FY 2023 GOALNO. 1, OBJECTIVE 3, MEASURE 2

Measure 2: Ensure that at least 85 percent of Federal Circuit Court Orders are closed or advanced to the
next stage in fewer than 300 days.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85% 85% 85% 85% 85%
ACTUAL 82.9% 67.5% N/A N/A N/A

Closed cases oradvanced cases to the next stage in fewer than 300 days in 27 cases closed during FY
2023, butittooklongerthan 300 days to close oradvance to the next stage in 13 cases (67.5 percent) short
of the 85 percent goal.

FY 2023 GOAL 2 (MISSION): PROTECT EMPLOYEE FREE CHOICE WITH TIMELY AND EFFECTIVE
MECHANISMS TO RESOLVE QUESTIONS CONCERNING REPRESENTATION

FY 2023 GOALNO. 2, OBJECTIVE1, MEASURE 1

Measure 1: Reach 85 percent pre-election agreement rate in representation elections not involving issues
regarding the way the elections are conducted.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85% 85% 85% 85% 85%
ACTUAL 95% 96% N/A N/A N/A

The Regions met this measurement, with a pre-election agreement rate of 96 percent for cases not involving
issues regarding the way elections are conducted.

FY 2023 GOALNO. 2, OBJECTIVE1, MEASURE 2

Measure 2: Issue 90 percent of pending representation cases that, by the end of the fiscal year, will have
been pending before the Board for more than 12 months.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 90% 90% 90% 90% 90%
ACTUAL 89% 96% N/A N/A N/A

The Board’s focus on the timely issuance of decisionsinrepresentation casesin FY 2023 is demonstrated by
its excellent resultsin this measure. The Boardissued decisionsin 96 percent of the pending representation
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cases that, by the end of the fiscal year, would have been pending before the Board formore than 12
months. This achievement is all the more notable given that the Board experienced a 10 percentincreasein
the number of representation cases presented before the Board for decisionin FY 2023.

FY 2023 GOALNO. 2, OBJECTIVE1, MEASURE 3

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is 180 days orless.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 180 daysorless 180daysorless 180 daysorless 180 daysorless 180 daysorless
ACTUAL 108 days 106 days N/A N/A N/A

The Board’s continuing successful efforts to prioritize the completion of work onits oldest pending cases,
while maintainingits paceinissuing decisions overall, resulted in the Board achieving this measure by over
40 percent.

FY 2023 GOALNO. 2, OBJECTIVE 2, MEASURE 1

Measure 1: Promote awareness of the option to file election petitions electronically, in English or Spanish,
through the Agency’s website.

InFY 2023, the Agency routinely posted on social media in both English and in Spanish and publicized the
availability of aninterpreter when a member of the public contacts the Agency. During Labor Rights Week,
Agency representatives explained in English and Spanish how to file charges and petitions with the Agency
at outreach events across the country.

FY 2023 GOAL 3 (SUPPORT): ACHIEVE ORGANIZATION EXCELLENCE AND SERVE AS A MODEL
EMPLOYER

FY 2023 GOALNO. 3, OBJECTIVE1, MEASURE1

Measure 1: Maintain a target employee engagement index score of 67 percent on the Federal Employee
Viewpoint Survey (FEVS), and in subsequent years establish new initiatives with the goal of increasing
employee engagement.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 67% 67% 67% 67% 67%
ACTUAL 75% 78% N/A N/A N/A

The Human Capital Planning Office continues to meet with managers and supervisors to address FEVS
results and work toward improving employee morale and employee engagement. Effective leadership
communication continues to be a key strategy in driving continued improvements in satisfaction and
commitment. Work continues at leveraging best practices to strengthen a culture of higheremployee
engagement. Inthisregard, the NLRB achieved a 78 percent Employee Engagement Index Score on the
2023 FEVSresults.
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FY 2023 GOALNO. 3, OBJECTIVE 2, MEASURE 1

Measure 1: Satisfaction percentage rating (65 percent or above) of the “Talent Management Index” using
the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 72% 75% N/A N/A N/A

The NLRB achieved a 75 percent Talent Management Index score onthe 2023 FEVS results. Recruitment,
retention, and developmental activities have been ongoing throughout the year with various initiatives
designed to attract, motivate andretain talent. The Agency continued to leverage its recruitment, retention,
and developmental opportunities by using the Presidential Management Council, Interagency Rotation
Program (PMC/IRP), and the Strategic Recruitment Program to partner with employeesin Headquarters and
the Field Offices onrecruitment outreachinitiatives and other development opportunities.

FY 2023 GOALNO. 3, OBJECTIVE 3, MEASURE1

Measure 1: Satisfaction percentage rating (65 percent or above) for the “Job Satisfaction Index” using the
annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 72% 70% N/A N/A N/A
The NLRB achieved a70 percent Job Satisfaction Index score onthe 2023 FEVS results.

FY 2023 GOALNO. 3, OBJECTIVE 3, MEASURE 2

Measure 2: Satisfaction percentage rating (65 percent or above) for the “Support for Diversity Index”
using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 67% 79% N/A N/A N/A
The NLRB achieved a 79 percent DEIA Index score onthe 2023 FEVS results®.

The Chief Diversity Officer continues to meet with managers and supervisors on building a diverse and
inclusive workforce. The Strategic Plan for Diversity, Equity, Inclusion, and Accountability (DEIA) was
implemented, which tied together existing practices with new initiatives that promoted aninclusive
workplace culture. The Chief Diversity Officer continued to champion DEIA programs and educate

the workforce on topics such as unconscious bias, anti-racism, anti-harassment, cultural competency

and awareness, civility, workplace sensitivity, change management, reasonable accommodation and
accessibility, and workforce fairness and equity for people of different abilities, cultures, races, ethnicities,
genders, beliefs, and experiences.

5Forthe 2022 FEVS, the Office of Personnel Management introduced a new DEIA Index, which was developed to support Executive
Order 14035 and serves as the new standard for measuring diversity, equity, inclusion, and accessibility in current and future FEVS. The
79% DEIA Index Score for 2023 should not be compared to the 67% index score for 2022 because of the methodological changes
between the indices. Forcomparison purposes, the NLRB achieved a 74% DEIA Index Score in 2022 and it would be appropriate to
compare that score to the 79% DEIA Index Score of 2023.
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FY 2023 GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES EFFICIENTLY AND IN AMANNER
THAT INSTILLS PUBLIC TRUST

FY 2023 GOALNO. 4, OBJECTIVE1, MEASURE 1

Measure 1: Achieving a clean audit opinion by ensuring that OCFO’s operations are guided by appropriate
processes and internal controls.

OCFO - Acquisition Management Branch

NLRB has submitted timely the DATA Act information to OMB monthly by respective FY 2023 reporting
dates. Issued the NLRB'’s DATA Act Policy which fulfills the requirement for a Data Quality Plan (DQP)in
accordance with OMB M-18-16, Appendix A to OMB Circular No. A-123, Management of Reporting and
Data Integrity Risk. The purpose of the DQP is to document the NLRB's approach to achieve reasonable
assurance thatitsinternal controls support the reliability and validity of the Agency’s account-level and
award-level datareported fordisplay on https://www.usaspending.gov.

NLRB continues to support minority business enterprises for contract awards.

Small Business Goal Status*

SBA NLRB
Socio- Government NLRB NLRB NLRB NLRB

economic Wide Small Statistics Statistics Statistics | Statistics Q4 (S)f,a:::ﬁigi
Category Business Q1FY 2023 | Q2FY 2023 | Q3FY 2023 FY 2023 2023
Goals
Small
Disadvantaged 12% 55.28% 45.43% 73.51% 64.20% 64.08%
Disadvantaged*
8(a)* 0% 10.77% 34.10% 37.04% 40.54% 40.95%
Service Disabled
Veteran 3% 0% 0% 0.16% 2.57% 2.59%
Owned**
Women Owned 5% 39.66% 21.10% 18.84% 11.52% 10.75%
HUBZone 3% 2.36% 36.59% 19.17% 7.12% 7.19%
Small Business 23% 154.15% 93.30% 85.66% 71.42% 71.47%

*8(a)is not designated as separate categories by the SBA when establishing Goals. The NLRB defines our small business goals by
separating this category.

**InFY 2023, the NLRB was below in one out of the five government wide goals for small disadvantaged businesses because of de-
obligations and spending being put in areas that were either for an existing contract or the requirement exceeded small business
capabilities.
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OCFO - Budget Branch

Developed and managed the Agency’s FY 2023 Continuing Resolutions.

Formulated the NLRB FY 2023 Operating Plan and obtained Board approval.

Submitted the FY 2024 Congressional Justification on time.

Developed Status of Funds Reports and provided budget briefings to the Agency Leadership.
Maintained an Agency Unfunded Requirements List.

Uploaded NLRB FY 2023 Quarterly Apportionmentsin Oracle Federal Financialsin a timely manner.
Conducted mid-yearreviews with program offices.

Completedthe FY 2023 year-end closing process.

Submitted the FY 2025 Budget Request to OMB.

OCFO - Finance Branch

Submitted timely FY 2023 CARS/Statement of Transactions (SOTs) reporting to Treasury’s Bureau of the
Fiscal Service (BFS) monthly by its respective reporting window close (3rd workday of the month).

Metall FY 2023 Treasury deadlines. Submitted timely GTAS reports to BFS, ona monthly basis, by its
respective FY 2023 reporting window closing dates: December19, January 20, February 17, March 17, April
19, May 17, June 20 July 20 and October19,2023.

Metall FY 2023 Treasury deadlines. Submitted timely quarterly Intragovernmental Material Difference
Report (MDR) to BFS by the FY 2023 reporting window closing dates: February 1, May 1and August 1. The
4th Quarterreporting datais on target for submission by November 29, 2023.

Metall FY 2023 Treasury deadlines. Submitted timely Treasury Report on Receivables (TROR)toBFSona
quarterly basis by the FY 2023 reporting window closing dates: January 31, April 28, and July 31,2023. The
4th Quarterreporting datais on target for submission by November14,2023.

Providedtimely quarterly updates on the recommendations per the corrective action plan. Closed prior
year financial audit notices of findings and recommendations.

Internal Control, Risk, and Performance Branch

Executed quantitative and qualitative risk assessments for OCFO operations.

Completed OMB CircularNo. A-123 required assessment of Internal Control and Entity Level Controls
(ELCs).

Updated the Agency’s ERM Policy based on the revised 2022 ERM Playbook.

Launched the Enterprise Risk Management System (ERMS) to help facilitate the NLRB’s ERM activities
(tracking, assessing, and prioritizing the Agency’s most significant risks).

Conductedthe Agency’s Risk Management Council (RMC) meetings, along with ERM Working Group
meeting with OCFO staff.

OCFO proposed enterprise risks were approved by the RMC and added to the Agency’s Risk Profile.
OCFO has procured services from ERM contractor to aide in the Agency’s ERM efforts.

ERM discussions have been planned with Risk Owners and Risk Champions starting in the 1st Quarter of
FY 2024.
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FY 2023 GOALNO. 4, OBJECTIVE1, MEASURE 2

Measure 2: Continue to support telework by employees and contractors, as well as virtual access to
Agency processes by members of the public, to create opportunities to reduce costs associated with
maintaining the Agency’s footprintin its Headquarters and Field Offices, in accordance with General
Service Administration (GSA) directives.

The Facilities and Property Branch (FPB) conducted an annual space assessment of all Agency locations
toidentify the best space utilization for offices. From the assessment, a cost estimate was generated to
reduce or eliminate space. Projects willbe executed based on funding availability. There are currently
numerous projectsin the works.

FY 2023 GOALNO. 4, OBJECTIVE 2, MEASURE1

Measure 1: Make progress towards an employee satisfaction percentage rating (65 percent or above) for
the Agency'’s ethical culture using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 71% 75% N/A N/A N/A

The Ethics Office supports Agency leadership in maintaining a vigorous and robust ethical culture by fully
and timely complying with allrelevant federal laws, regulations, applicable executive orders, management
directives, and policiesrelated to ethicsin the workplace by meeting all regulatory requirements under
the Ethicsin Government Act (EIGA)and 5 C.F.R.§ 2638.104. During FY 2023, the Agency provided Initial
Ethics Training (IET) to newly hired employees within 90 days of theirappointment, ensured that all financial
disclosure filers completed Annual Ethics Briefings as required, submitted all required reports to OGE (i.e.,
datacalls, 1353 Semi-Annual Reports for Travel Reimbursement, Annual Questionnaire, Program Review
Requests), coordinated with our partners in the Office of Human Resources (OHR) to communicate with
new hires and newly appointed supervisors about their ethical obligations, and provided post-employment
guidance to anyone separating from government service. The Agency also provided Political Appointees
and Schedule C employees withimportantinformation about the Biden Ethics Pledge (Executive Order
13989)in the context of bothrecusals and gifts. To further support this category of employee, the Agency
reviewed all speaking engagement invitations to ensure that the meeting or conference did notimplicate
Paragraph 2 of the Pledge and that the sponsor or any other entity was not offering a prohibited gift.

In addition, the Ethics Office supported the NLRB’s commitment to a strong ethical culture by:

B Providing periodic reminders about the Hatch Act and whenit applies to an employee’s partisan political
activities;

B Notifyingemployees when OGE issues a new regulation or provides updated guidance concerning
existing regulations;

B Developing briefing materials and training programs that educate new Administrative Law Judges and
Regional Directors about the role of the Ethics Office in supporting the work of the Agency;

B Supporting the AMBiinitiative to develop a strong cadre of Contracting Officer Representatives (CORs)
by providing checklists and tips to avoid potential conflicts during the acquisitions process;
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B Developing and distributing government and legal ethics resources on a variety of topics for all levels of
employees to support the mission work of the Agency;

B Providing comprehensive ethics guidance to individual employees;

B Evaluatinginitiatives proposed by various offices to ensure that the initiatives were executed in an ethical

manner; and

B Providing one-on-one Ethics Briefings when needed, including to officials new to government service
and attorneys coming to the Agency from private practice.

Lastly, the Ethics Office is tasked with managing the Agency’s Financial Disclosure Programinaccordance
with EIGA and the Stop Trading on Congressional Knowledge (STOCK) Act. Thisinvolves providing one-on-
one assistance to confidential and public financial disclosure filers; ensuring that staff who hold “Acting”
positions for more than 60 days in a calendar year file New Entrant and Termination reports as they transition
inand out of a filing position; reviewing all reports for compliance and sufficiency within 60 days of receipt
and providing individual guidance concerning potential conflicts based on the review of these reports.

FY 2023 GOALNO. 4, OBJECTIVE 2, MEASURE 2
Measure 2: Continue to respond to Freedom of Information Act (FOIA) inquiries in a timely manner.

FOIA PAR Performance Measures: FY 2023 Accomplishments:

Respondto atleast 65 percent of initial
FOIArequests within 20 working days.

By the end of the fiscal year, close the
tenoldest cases (asreportedin the prior
FOIA Annual Report) that are not subject
tolitigation and/or do not require
consultation and response from outside
Agencies and/or the White House.

Respondto at least 80 percent of
statutory appeals within 20 working
days.

Post on the Agency website the Division
of Advice memoranda and case

closing emails by the 30th of the month
following the monthinwhich the case
closed.

Maintain a year-to-year backlog of less
than 10 percent of all FOIA requests
received.

During FY 2023, the Agency received 2,205 FOIArequests,
of which 1,962 were processed in twenty days or fewer fora
timeliness compliance rate of 89 percent.

During FY 2023, the Agency closed 83.3 percent (5 of 6) of

the oldest cases asreportedinthe FY 2022 FOIA Annual
Report that are not subject to litigation and/or do not require
consultation from outside entities. (Note: This calculation
reflects the exclusion of 4 of the oldest casesreportedin the
FY 2022 FOIA Annual Report because they remain open due to
ongoing litigation and are thus excluded from this metric.)

During FY 2023, the Agency processed nine FOIA appeals, all of
which were processed in twenty days or fewer for a timeliness
compliancerate of 100 percent.

During FY 2023, Division of Advice memoranda and case
closing emails were processed and timely posted on the
Agency website each monthin full compliance with the
performance measure.

During FY 2023, the Agency received 2,205 FOIA requests, of
which sixremained backlogged at the end of the fiscal year,
forabacklograte of approximately one quarter of one percent
(0.27 percent).
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FY 2023 GOALNO. 4, OBJECTIVE 3, MEASURE1
Measure 1: Reach an ERM maturity level-3 by FY 2026.

During FY 2023, the Agency worked in the following ERM activities in order to reach maturity level three in the

next three years:
B Established the Enterprise Risk Management System (ERMS).
B Updated ERMPolicy based ontherevised 2022 ERM Playbook.

B Procuredan ERM contractorto aide the Agency inthe implementation of ERM efforts.

FY 2023 GOAL 5 (MISSION): IMPROVE PUBLIC AWARENESS OF AGENCY MISSION AND

ACTIVITIES

FY 2023 GOALNO. 5, OBJECTIVE1, MEASURE1

Measure 1: Increase the number of users who access the NLRB’s English and non-English language digital
resources, including our public website and social media platforms.

. Views
Pageviews I},Janlgls’i per Users - | Pageviews
- English Eng lish User- Spanish | - Spanish
g English
28213 878,543 2,417,832 2,005,379 N/A 14,580 19,639
Q2
2023 1,094,805 3,272,118 2,626,463 N/A 10,296 20,954
Q3
2023 1,100,176 3,055,217 2,526,961 N/A 10,901 21,984
o 839,791 3,041,013 N/A 3.6 7,417 13,139
2023 ' Y ' ' '
Total 3,913,315 11,786,180  7,158,803* 3.6** 43,194 75,715

Unique V:fg;'s
Pages - User -
Sl Spanish
17,336 N/A
17,555 N/A
18,060 N/A
N/A 1.91
51,951***  1.97**

*For Q1-Q3; Q4 is not available due to Google Analytics change in the way it captures metrics. **For Q4, anew metric was addedin Q4

which tracks the Unique page views per user. ***For Q1-Q3, Q4 metric is not available.

X (formerly

Account | knownasTwiter) | fafebeok | Instagram
NLRB 21,800 24,000 1,427
NLRBGC 10,600 5,800 743
NLRBes 184 N/A N/A
NLRBGCes 291 N/A N/A
Total followers by 32.875 29.800 2170

platform

Total
c

follower
ount

47,227
17,143

184
291

64,845

InFY 2023, the NLRB had 64,845 followers across all platforms in English and Spanish - a 7% increase in
followers overthe FY 2022 number of 60,494 followers. The Board had 47,411 followers on allaccounts
in English and Spanish, and the General Counselhad 17,434 followers across allaccounts in English and

SpanishinFY 2023.



Appendices FY 2024

FY 2023 GOALNO. 5, OBJECTIVE 1, MEASURE 2

Measure 2: Increase the number of participants, including foreign language speakers, inthe NLRB’s
outreach to students.

The Student Ambassador program hasincreased its capacity during this fiscal year. Forthe first time,
Student Ambassadors were able to visit NLRB Headquarters and learn about how each department
functions. Fourforeignlanguage-speaking students from Ellis Preparatory Academy in the Bronx visited
Headquarters over two days and learned about the processing of charges and petitions, and met with the
General Counsel and the Board to discuss theirroles.

The Agency established a new relationship with Covington Classical High Schoolin Cincinnati, Ohio and
looks forward to working with themin the future. The NLRB has also engagedin anindividual student
ambassador program for students enrolled in various schools in the New York City Region,i.e.,aprogram
thatis not tied to one particular school, but ratheris open to students at a number of schools. These schools
include Stuyvesant High School, Hunter College High School, Millennium High School Brooklyn, and Basis
Independent Brooklyn High School.

FY 2022 HISTORICAL PERFORMANCE MEASURES

FY 2022 GOAL 1 (MISSION): ENSURE EFFECTIVE ENFORCEMENT OF THE NATIONAL LABOR
RELATIONS ACT THROUGH TIMELY AND QUALITY CONSIDERATION AND RESOLUTION OF
UNFAIR LABOR PRACTICES WITH APPROPRIATE REMEDIES

FY 2022 GOALNO. 1, OBJECTIVE1, MEASURE1

Measure 1: The Field Office operations reach determinations on all unfair labor practice charges within 90
percent of the Agency’s timeliness goal.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 100.1days 100.1days 100.1days 100.1days 100.1days
ACTUAL 84.8 days N/A N/A N/A N/A

Based upon anaverage, Field Offices met the goal by reaching case determinationin 90 percent of unfair
labor practice cases within 91days pursuant to Memorandum GC 22-05, Goals for Initial Unfair labor
Practice Investigations.

The measure was met this fiscal year even with the 22 percentincrease in case intake and significant
understaffing due to budgetary flat-funding. The new timeliness goals were implemented late in the fiscal
year, and the Agency is in current development of areporting system to accurately record and track all
relevant case handling and progress for future reports.

FY 2022 GOALNO. 1, OBJECTIVE1, MEASURE 2

Measure 2: Issue 90 percent of pending unfair labor practice cases that, by the end of the fiscal year, will
have been pending before the Board for more than 18 months.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 90% 90% 90% 90% 90%
ACTUAL 81% N/A N/A N/A N/A
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FY 2022 was an exceptionally busy year forthe Board as overall case intake rose significantly while its
staffingresourcesremained the same. Nevertheless, the Board actually increased the efficiency of its
processing of both unfairlabor practice and representation cases, as the median overall case processing
time from case assignment to decisionissuance was reduced by 14.3 percent from FY 2021, from 91days for
FY2021to78 daysforFY 2022. In addition, as noted below, the Board successfully prioritized the issuance
of its oldest cases. Theincreasing number of total cases, however, contributed to the Board not quite
meeting the 90 percent goal for this measure related to unfair labor practice cases, missing the goal by a
relatively small margin (9 percent).

FY 2022 GOALNO. 1, OBJECTIVE1, MEASURE 3

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is180 days orless.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 180 daysorless 180 daysorless 180 daysorless 180daysorless 180 daysorless
ACTUAL 108 days N/A N/A N/A N/A

The Board’s continuing successful efforts to prioritize the completion of work onits oldest pending cases
resultedinthe Board exceeding its median age target for cases pending before the Board at the end of FY
2022 by 40 percent.

FY 2022 GOALNO. 1, OBJECTIVE 2, MEASURE1

Measure 1: Conduct annual quality reviews of all Field Offices’ unfair labor practice case files with overall
ratings.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 100% 100% 100% 100% 100%
ACTUAL 100% N/A N/A N/A N/A

The Division of Operations-Management has completedits review of all Field Offices’ unfair labor practice
case files. Aftersubstantially changing the quality review process and announcing the programto the
Field Offices, Operations reviewed examples representative of the breadth of the Field's case-related
performance, furnishing timely feedback and guidance. The quality review encompassednotonly a
review of the substantive work but also of Agency systems and processesrelated thereto. Overallratings
have been provided to the Field Offices. The work of the Field Offices is being performed at the highest
levelin approximately 75 percent of the casehandling work reviewed and at a high level for the remaining
casehandling reviewed.

FY 2022 GOALNO. 1, OBJECTIVE 3, MEASURE 1

Measure 1: Ensure that at least 85 percent of Board Orders are closed or advanced to the next stagein
fewer than 300 days.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85% 85% 85% 85% 85%
ACTUAL 89.2% N/A N/A N/A N/A
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Closed oradvanced cases to the next stage in fewerthan 300 daysin124 of 139 cases, or 89.2 percent
exceeding the 85 percent of the strategic goal target.

FY 2022 GOALNO. 1, OBJECTIVE 3, MEASURE 2

Measure 2: Ensure that at least 85 percent of Federal Circuit Court Orders are closed or advanced to the
next stage in fewer than 300 days.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85% 85% 85% 85% 85%
ACTUAL 82.9% N/A N/A N/A N/A

The Board’s continuing successful efforts to prioritize the completion of work onits oldest pending cases
Closed cases oradvanced cases to the next stage in fewer than 300 days in 59 cases closed during FY
2022, but tooklongerthan 300 days to close oradvance to the next stagein12 cases (82.9 percent) short of
the 85 percent goal.

FY 2022 GOAL 2 (MISSION): PROTECT EMPLOYEE FREE CHOICE WITH TIMELY AND EFFECTIVE
MECHANISMS TO RESOLVE QUESTIONS CONCERNING REPRESENTATION
FY 2022 GOALNO. 2, OBJECTIVE1, MEASURE1

Measure 1: Reach 85 percent pre-election agreement rate in representation elections not involving issues
regarding the way the elections are conducted.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 85% 85% 85% 85% 85%
ACTUAL 95% N/A N/A N/A N/A

The Regions met this measurement, with a pre-election agreement rate of 95 percent for cases notinvolving
issues regarding the way elections are conducted.

FY 2022 GOALNO. 2, OBJECTIVE1, MEASURE 2

Measure 2: Issue 90 percent of pending representation cases that, by the end of the fiscal year, will have
been pending before the Board for more than 12 months.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 90% 90% 90% 90% 90%
ACTUAL 89% N/A N/A N/A N/A

The Board’s focus onthe timely issuance of decisionsinrepresentation casesin FY 2022 resulted inthe
Board missing the 90 percent goal for this measurement by a very small margin (1 percent). Importantly,
the Board significantly increased the efficiency of its processing of representation cases, as the median
processing time forrequests forreview from assignment to decisionissuance was reduced by 42 percent
from74 days forFY 2021to 43 days for FY 2022.
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FY 2022 GOALNO. 2, OBJECTIVE1, MEASURE 3

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal year
is180 days orless.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 180 daysorless 180 daysorless 180 daysorless 180 daysorless 180 daysorless
ACTUAL 108 days N/A N/A N/A N/A

The Board’s continuing successful efforts to prioritize the completion of work onits oldest pending cases
resultedinthe Board exceeding its median age target for cases pending before the Board at the end of FY
2022 by 40 percent.

FY 2022 GOALNO. 2, OBJECTIVE2, MEASURE1

Measure 1: Promote awareness of the option to file election petitions electronically, in English or Spanish,
through the Agency’s website.

OnJanuary 26,2022, the Agency publicized and maintained the option to file election petitions
electronically inboth English and Spanish onits website, through pressreleases, and on social media. The
Agency created brochuresin Spanish to explain the NLRB’s process with alink to the Spanish e-filing system.

FY 2022 GOAL 3 (SUPPORT): ACHIEVE ORGANIZATION EXCELLENCE AND SERVE AS A MODEL
EMPLOYER

FY 2022 GOALNO. 3, OBJECTIVE1, MEASURE1

Measure 1: Maintain a target employee engagement index score of 67 percent on the Federal Employee
Viewpoint Survey (FEVS), and in subsequent years establish new initiatives with the goal of increasing
employee engagement.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 67% 67% 67% 67%

ACTUAL 75% N/A N/A N/A N/A
The Human Capital Planning Office continues to meet with managers and supervisors to address FEVS
results and work toward improving employee morale and employee engagement. Work continues at

leveraging best practices to strengthen a culture of higheremployee engagement. Inthisregard, the NLRB
achieved a 75 percent Employee Engagement Index Score onthe 2022 FEVS.

FY 2022 GOALNO. 3, OBJECTIVE 2, MEASURE1

Measure 1: Satisfaction percentage rating (65 percent or above) of the “Talent Management Index” using
the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 72% N/A N/A N/A N/A
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The NLRB achieved a 72 percent Talent Management Index score on the FY 2022 FEVS. Recruitment,
retention, and developmental activities have been ongoing throughout the year with various initiatives.

The Agency currently leverages its recruitment, retention, and developmental opportunities by using the
Presidential Management Council, Interagency Rotation Program (PMC/IRP) program, and by having past
participants discuss their experience with how the program assisted with their career growth. Also, the
Strategic Recruitment Program continues to partner with employees in Headquarters and the Field Offices
onrecruitment outreach initiatives. These initiatives provide opportunities foremployees to attend career
fairs and speak onrecruitment panels at universities and colleges.

FY 2022 GOALNO. 3, OBJECTIVE 3, MEASURE1

Measure 1: Satisfaction percentage rating (65 percent or above) for the “Job Satisfaction Index” using the
annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 72% N/A N/A N/A N/

The NLRB achieved a 72 percent Job SatisfactionIndex score onthe FY 2022 FEVS

FY 2022 GOALNO. 3, OBJECTIVE 3, MEASURE 2

Measure 2: Satisfaction percentage rating (65 percent or above) for the “Support for Diversity Index”
using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 67% N/A N/A N/A N/A

The NLRB achieved a 67 percent Support for Diversity Index score on the FY 2022 FEVS. The NLRB's
development of a Strategic Plan for DEIA ties together existing practices with new initiatives which support
and are expected toimprove the current Diversity Index score.

The Agency appointed a Chief Diversity Officer who will lead several priorities and goals under the NLRB’s
DEIA Strategic Plan. Aprimary goalis to supportinitiatives focused on creating aninclusive workplace
culture. Toimplement this goal, the NLRB is planning arobust DEIA training program to educate employees
and enhance our tools. Training and education on topics such as unconscious bias, anti-racism, cultural
competency and awareness, civility, workplace sensitivity, change management, and reasonable
accommodation and accessibility are invaluable when collaborating with people of different abilities,
cultures, races, ethnicities, genders, beliefs, and experiences.

FY 2022 GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES EFFICIENTLY AND IN A MANNER
THAT INSTILLS PUBLIC TRUST

FY 2022 GOALNO. 4, OBJECTIVE1, MEASURE1

Measure 1: Achieving a clean audit opinion by ensuring that OCFO’s operations are guided by appropriate
processes and internal controls.
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OCFO - Acquisition Management Branch

B NLRB has submitted timely the DATA Actinformation to OMB monthly by respective FY 2022 reporting
dates.

B Issuedthe NLRB's Contracting Officer Representative (COR) Handbook. The CORHandbookis a
comprehensive resource for CORs’ managers and first-time, as well as experienced, CORs. The COR
Handbook covers the procurement process beginning at the inception of arequirement through the
closeout of the contract.

B Issuedthe NLRB's Purchase Card Management Plan. Asrequired by OMB Circular No. A-123, Appendix B
Revised - A Risk Management Framework for Government Charge Card Programs, this plan outlines the
policies and procedures within the NLRB that are critical to the management of the charge card program,
to ensure that a system of internal controls is followed and to mitigate the potential for fraud, misuse,
abuse, and delinquency. NLRB continues to support minority business enterprises for contract awards.

Small Business Goal Status*

SBA

Socio- Government St’:,!-ig,:?c .| NLRB NLRB NLRB St’:,!-ig,:?c .
economic Wide Small QIFY Statistics | Statistics Q3 | Statistics Q4 Overall FY
Category Business 2022 Q2FY 2022 FY 2022 FY 2022 2022

Goals

Sma” o) (o) [o) o, O, (o)

e 5% 1.1% 53.4% 72.7% 46.6% 51.3%
8(a)** 0% 11.1% 53.4% 69.5% 40.8% 46.6%
Veteran

5 . 0% 1% 0% 3.7% 2.3% 2.4%

wne

Service Disabled 3% 0% 0% 0.4% 2.3% 1.7%

Women Owned 5% 5.3% 18.5% 8.8% 3% 5.4%
HUBZone 3% -0.8% 45.8% 64.4% 24% 33%

Small Business 23% 48.6% 67.5% 83.3% 50.4% 58.3%

*InFY 2022, the NLRB was below in one out of the five government wide goals for small disadvantaged businesses because of de-
obligations and spending being putin areas that were either for an existing contract or the requirement exceeded small business
capabilities.

**8(a) and Veteran Owned are not designated as separate categories by the SBA when establishing Goals. The NLRB defines our small
business goals by separating these two categories.

OCFO - Budget Branch

B Developedand managed the Agency’s FY 2022 Continuing Resolutions.

B Formulatedthe NLRBFY 2022 Operating Plan and obtained Board approval.

B Submitted the FY 2023 Congressional Justification ontime.

B Developed Status of Funds Reports and provided budget briefings to the Agency Leadership.

B Maintained an Agency Unfunded Requirements List.

B Uploaded NLRBFY 2022 Quarterly Apportionmentsin Oracle Federal Financials in a timely manner.

B Conducted mid-yearreviews with program offices.
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B Completedthe FY 2022 year-end closing process.
B Submitted the FY 2024 Budget Request to OMB.

OCFO - Finance Branch

B Submitted timely Governmentwide Treasury Account Symbol Adjusted Trial Balance System (GTAS)
report to Treasury’s Bureau of the Fiscal Service (BFS) on a monthly and/or quarterly basis by its
respective FY 2022 reporting dates: December16, January 18, February 17, March 17, April 18, May 13, June
13, July 18, August 15, and September15. FY 2022 year-end reporting was completed on October18,
2022, meeting Treasury’s deadline.

B Submitted timely quarterly FY 2022 Intragovernmental Material Difference Report (MDR) to BFS by the
reporting windows which were closed on the following dates: January 25th (due January 31st), April 25th
(due April 29th, 2022), July 25,2022 (due July 29,2022).

B Submitted timely Treasury Report on Receivables (TROR) to BFS on a quarterly basis by the reporting
windows. January 27,2022, April 29,2022. August 2,2022, and September’sreportis ontarget for
submission by November11,2022.

B Submitted timely Central Accounting Reporting System (CARS)/Statement of Transactions (SOTs)
reporting to BFS monthly by itsrespective reporting window close (3rd workday of the month).

B Providedtimely quarterly updates on the corrective action plan activities to the Office of the Inspector
General. The Agency close various audit findings and recommendationsissued in previous financial
statements audits and Backpay accounting audits.

Internal Control, Risk, and Performance Branch

B Executed quantitative and qualitative risk assessments including a fraud risk assessment for OCFO
operations.

Conducted OMB CircularNo. A-123 Planning and Documentation Updates.
Developed Test Plans and performed tests of the Operating Effectiveness of Internal Controls.

Coordinated the evaluation and assessment of Entity Level Controls (ELCs).

Documented theresult from the test of Operating Effectiveness of internal controls and ELC and Fraud
Risk assessmentsina Gap Analysis Report.

B Finalized the Agency’s Internal Control Policy.

FY 2022 GOALNO. 4, OBJECTIVE1, MEASURE 2

Measure 2: Continue to support telework by employees and contractors, as well as virtual access to
Agency processes by members of the public, to create opportunities to reduce costs associated with
maintaining the Agency’s footprintin its Headquarters and Field Offices, in accordance with General
Service Administration (GSA) directives.

The Agency has implemented a strong telework program that provides flexible telework arrangements for
Agency employees. The Agency negotiated a reentry-related telework program with one of its unions and a
permanent telework programwith its otherunionin reaching a successor collective-bargaining agreement.
The Agency conducted an annual space assessment of all NLRB offices. This study identified how much
square footage should be provided to each office based on staffing levels and the Agency’s space
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standards. A cost estimate was generated toreduce or eliminate the space. The Agency executed lease
improvement and space reduction projects when funds became available.

FY 2022 GOALNO. 4, OBJECTIVE 2, MEASURE1

Measure 1: Make progress towards an employee satisfaction percentage rating (65 percent or above) for
the Agency’s ethical culture using the annual FEVS results.

YEAR FY 2022 FY 2023 FY 2024 FY 2025 FY 2026

TARGET 65% 65% 65% 65% 65%
ACTUAL 71% N/A N/A N/A N/A

The Ethics Office supports Agency leadership in maintaining a vigorous and robust ethical culture by fully
and timely complying with allrelevant federal laws, regulations, applicable executive orders, management
directives, and policiesrelated to ethicsin the workplace by meeting all regulatory requirements under
the Ethicsin Government Act (EIGA) and 5 C.F.R.§2638.104. Evidence of our successin thisareacanbe
illustrated by the Office of Government Ethics (OGE) Inspection Report which wasissued on June 14,2022,
OGE did notidentify any deficiencies in the NLRB’s Ethics Program.

During FY 2022, the Agency provided new hire training for all newly hired employees within 90 days of their
appointment, ensured that all financial disclosure filers completed Annual Ethics Briefings as required,
submitted allrequiredreports to OGE (i.e., data calls, 1353 Semi-Annual Reports for Travel Reimbursement,
Annual Questionnaire, Program Review Requests), coordinated with our partners in the Office of Human
Resources (OHR) to communicate with new hires and newly appointed supervisors about their ethical
obligations, and provided post-employment guidance to anyone separating from government service. The
Agency also provided Political Appointees and Schedule C employees withimportantinformation about
the Biden Ethics Pledge (Executive Order13989)in the context of bothrecusals and gifts. To further support
this category of employee, the Agency reviewed all speaking engagement invitations to ensure that the
meeting or conference did notimplicate Paragraph 2 of the Pledge and that the sponsor or any other entity
was not offering a prohibited gift.

In addition, the Ethics Office supported the NLRB’s commitment to a strong ethical culture by creating

an Ethics Pre-employment Guide to inform prospective employees about limitations imposed by ethics
rules andregulations so that they would be able to make aninformed decision before accepting an offer of
employment. The guide also informed these individuals that after accepting employment, they may reach
out to the Ethics Office with questions about the rules or their application to a particular situation. The Ethics
Office also developed and distributed government and legal ethics resources on a variety of topics to
support the mission work of the Agency; provided comprehensive ethics guidance to individual employees
by request; and evaluated initiatives proposed by various offices to ensure that the initiatives were executed
in an ethical manner. The Ethics Office also provided one-on-one Ethics Briefings whenneeded, including
to officials new to government service and attorneys coming to the Agency from private practice.

Lastly, the Ethics Office is tasked with managing the Agency’s Financial Disclosure Programinaccordance
with EIGA and the Stop Trading on Congressional Knowledge (STOCK) Act. Thisinvolves providing one-on-
one assistance to confidential and public financial disclosure filers; ensuring that staff who hold “Acting”
positions for more than 60 days in a calendar year file New Entrant and Termination reports as they transition
inand out of a filing position; reviewing all reports for compliance and sufficiency within 60 days of receipt
and providing guidance concerning potential conflicts based on the review of these reports.
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FY 2022 GOALNO. 4, OBJECTIVE 2, MEASURE 2

Measure 2: Continue torespond to FOIA inquiries in a timely manner.

FOIA PAR Performance Measures: FY 2022 Accomplishments:

Respondto atleast 65 percent of initial
FOIArequests within 20 working days.

By the end of the fiscal year, close the
tenoldest cases (asreportedin the prior
FOIA Annual Report) that are not subject
tolitigation and/or do not require
consultation and response from outside
Agencies and/or the White House.

Respondto at least 80 percent of
statutory appeals within 20 working
days.

Post onthe Agency website the Division
of Advice memoranda and case

closing emails by the 30th of the month
following the monthinwhich the case
closed.

Maintain a year-to-year backlog of less
than 10 percent of all FOIArequests
received.

During FY 2022, the Agency received 1,963 FOIArequests,
of which 1,678 were processed in twenty days or fewer fora
timeliness compliance rate of 85.5 percent.

During FY 2022, the Agency closed 85.7 percent (six of seven)
of the oldest cases asreportedinthe FY 2021 FOIA Annual
Reports that are not subject to litigation and/or do not require
consultation and response from outside entities. (Note: This
calculationreflects the exclusion of three of the oldest cases
reportedinthe FY 2021 FOIA Annual Report because they
remain open due to ongoing litigation and are thus excluded
from this measure.)

During FY 2022, the Agency processed 18 FOIA appeals, 16 of
which were processedin twenty days or fewer for a timeliness
compliance rate of 89 percent.

During FY 2022, Division of Advice memoranda and case
closing emails were processed and timely posted on the
Agency website each monthin full compliance with the
performance measure.

During FY 2022, the Agency received 1,963 FOIA requests, of
which 18 remained backlogged at the close of the fiscal year,
forbacklograte of less than1percent (0.9 percent).

FY 2022 GOALNO. 4, OBJECTIVE 3, MEASURE1
Measure 1: Reach an ERM maturity level-3 by FY 2026.

B Developedthe ERM Policy, Agency Risk Appetite Statement, and Risk Management Council (RMC)

Charter.

standardize this process.

Assessed Agency ERM maturity based on the developed ERM Maturity Model.
Developed ERM Implementation Roadmap based on the results of the Agency’s ERM maturity.
Ensured all Agency Risk Champions received the required ERM Training.

Initiated the documentation of the Agency’srisk registers while exploring automation solutions to

Worked collaboratively with OCIO in developing an Automated ERM System that will be usedin tracking,

assessing, and prioritizing the Agency’s most significant risks.
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FY 2022 GOAL 5 (MISSION): IMPROVE PUBLIC AWARENESS OF AGENCY MISSION AND
ACTIVITIES
FY 2022 GOALNO. 5, OBJECTIVE1, MEASURE 1

Measure 1: Increase the number of users who access the NLRB’s English and non-English language digital
resources, including our public website and social media platforms.

Tierengéigd PagEevit_aws - Fl)Jangistui User§ - Pagevie_ws - g :gli‘f
nglish English Spanish Spanish Spanish
Q12022 511,069 1,790,730 1,463,724 3,373 10,906 9,517
Q22022 657,310 2,138,269 1,791,996 5,153 11,213 9,752
Q32022 912,530 2,611,622 2,260,126 7,318 13,543 11,969
Q42022 869,980 2,496,420 2,128,430 13,022 16,901 14,903
Total 2,950,889 9,037,041 7,644,276 28,866 52,563 46,141
Account kn o)‘(,v(;%"sn:l'.s\:!{t er) Facebook Instagram Total follower
followers followers followers count
NLRB 20,700 23,000 726 44,426
NLRBGC 9,652 5,500 469 15,621
NLRBes 169 N/A N/A 169
NLRBGCes 278 N/A N/A 278

Total followers by
platform

30,799 28,500 1195 60,494

FY 2022 GOALNO. 5, OBJECTIVE1, MEASURE 2

Measure 2: Increase the number of participants, including foreign language speakers, inthe NLRB’s
outreach to students.

The Student Ambassador program hasincreased its capacity during this fiscal year. The programreached
24 high school students from diverse communities. These students thenindirectly reached their classmates
attheirhigh school events. Eight of the high school students came from a New York City Magnet High
School. The programincluded four high school students who are foreignlanguage speakers. These
students then, as part of their projects, interviewed family members and told them about the Act. The
students were from the Dominican Republic, Nicaragua, Togo, and the Ivory Coast. The program also
conducted 62 outreach events for post-secondary and graduate students at 38 public and private colleges
and universities located throughout the U.S.
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HISTORICAL PERFORMANCE MEASURES (FYs 2019-2021)

FYs 2019-2021 HISTORICAL PERFORMANCE MEASURES FOR GOALS 1
AND 2

Goal 1: Promptly and fairly resolve through investigation, settlement or prosecution, unfair
labor practices under the NLRA.

This goalisnew as of FY 2019 and there is not five years of historical data available to present.

Measure 1: Realize a 5 percent annual decrease in the average time required to resolve meritorious unfair
labor practice charges through adjusted withdrawal, adjusted dismissal, settlement orissuance of
complaint.

| ver ] Taget | Actwal |

FY 2019 101days 74 days
FY 2020 95 days 70.5days
FY 2021 90 days 66 days

Measure 2: Realize a 5 percent annual decrease in the average time between issuance of complaint and
settlement by ALJ orissuance of ALJ decision.

FY 2019 230 days 264 days
FY 2020 218 days 283 days
FY 2021 206 days 286 days

Measure 3: Realize a 5 percent annual decrease in the average time betweenissuance of ALJ decision and
Board order.

FY 2019 556 days 513 days
FY 2020 527 days 544 days
FY 2021 497 days 305 days
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Measure 4: Realize a 5 percent annual decrease in the average time between issuance of a Board order
and the closing of a meritorious ULP case.

FY 2019 616 days 541days
FY 2020 583 days 578.5days
FY 2021 551days 869 days

Goal 2: Promptly and fairly resolve all questions concerning representation of employees.

Measure: The percentage of representation casesresolved within 100 days of filing the election petition.

e | Taget | Acwal

FY 2019 85.8% 90.7%
FY 2020 85.8% 84.2%
FY 2021 85.9% 82.3%

FY 2019 HISTORICAL PERFORMANCE MEASURES FOR GOALS 3 AND 4
FY 2019 STRATEGIC GOAL 3 (SUPPORT): ACHIEVE ORGANIZATIONAL EXCELLENCE

Management Strategies:

Employee Development

B The Agency continued to move forward with the transition to USA Performance.

» Thetransition of allemployees to the automated performance management system was concluded
effective June1,2019.

» The performance managementteamresponded to questions and assisted allemployees during their
transition.

» OHRcontinuesto transition appraisals for all Agency employees to Electronic Official Personnel
Folder (eOPF) from the USA Performance system.

B Office of Employee Development (OED) offered monthly webinars for administrative professionals,
periodic retirement seminars, and other training topicsin addition to the robust catalog of online training
content covering general skills, technical topics, and legal education.

B OEDlaunchedanonline Individual Development Plan (IDP) form and conducted training on the IDP
process and form foremployees and supervisors.

B HCPO developedadraft Human Capital Operating Plan pursuant to the newly revised regulations at 5
CFR.

B 250. The draft outlines human capital goals, objectives, and strategies and is currently being reviewed by
management.

B The Agency continued to comply with OPM’s hiring reform efforts by using the 80-day hiring model.
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The Office of Equal Employment Opportunity (OEEO) participated as resource personnel on the General
Counsel’s Joint Labor-Management EEO Advisory committee, enabling employee participation as
agents of diversity andinclusion, through their collective-bargaining representative.

During FY 2019, the security Branch reduced the number of backlogged reinvestigations from 462 to 336.

Workforce Management

The Agency continued to provide information and pertinent training regarding disability in the workforce,
workplace laws and regulations, as well as information on Agency recruitment. OHR embarked ona

new partnership with the Senior Community Employment Service Program (SCSEP) affiliates, for the
Agency’s Headquarters office and initiated new partnership with Melwood, an organization that employs
individuals with differing abilities.

OHR continued to validate that employees have performance plans through its new USA Performance
reporting system.

OHR management team continued to revise its New Employee Orientation (NEO) to ensure aunified and
stellar presentation to new employees. Some of the changesinFY 2019 include:

» Personalized orientation specifically to the orientee

» Information about the Employee Assistance Program and e OPF

» Included policy documents such as Equal Employment Opportunity (EEO) policy statement, Policy
statement on the Prevention of Unlawful Harassment, including Sexual Harassment and the Alternative
Dispute Resolution (ADR).

OEEOQO submitted the Agency’s annual Management Directive (MD 715) Report to the equal Employment
Opportunity Commission (EEOC) during the 4th Quarter of FY 2019.

» OEEO held two quarterly meetings with a cross section of organizational units, including OHR, the
Office of Employee Development (OED), the Division of Operations-Management (Ops) and the
OCIO, to build a fullyintegrated model EEO program under MD 715 goals.

OEEO collaborated with OHR to develop revisions to the Agency’s Reasonable Accommodation
Procedures, in order to comply with guidance fromthe EEOC.

Motivation

HCPO conducted 17 FEVS organizational assessments with senior executives onthe FY 2018 FEVS results
whichbecame available in FY 2019 for review and analysis. The assessments focused onidentifying
Agency trends/barriers behind low survey scores; reviewing and prioritizing targeted areas of change;
identifying outcomes that enable the organization to transition to higher FEVS scores; identifying best
practices for managing staff to higherlevels of engagement; and action planning efforts for challenge
areas.

The HCPO completed a comprehensive analysis of the FY 2018 FEVS results and provided each division/
office with acomprehensive organizational assessment briefing of the FEVS results.

» Includedinthe comprehensive analysis were discussions of strategies with leadership to promote
higher employee participation.

» The strategiesinvolved the HCPO building successive weekly communications with managers and
supervisors during the survey administration period that encourage all employees to participate;
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developing a communication plan that provides division/office heads with a weekly report on their
organization’s participationlevels; leveraging an FEVS Management Toolkit for management to
promote the FEVS; and distributing an FEVS promotional flyers in NLRB's work space that promotes
the survey administration period.

» Additionally, the HCPO fostered greater transparency with the Agency’s FEVS action planning efforts
surrounding FEVS results and encouraged an open two-way communication between leadership and
employees onthe FEVS results.

» Leadership committed to make amore concerted effort to both transmitting and receiving feedback
information, which would inherently translate into a higher employee participationrate in the FEVS. The
NLRB’s FY 2018 FEVS participation rate exceeded the FY 2018 Government-wide FEVS participation
rate by 21 percentage points.

FY 2019 STRATEGIC GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES IN AMANNER THAT
INSTILLS PUBLIC TRUST
Information and Technology

The Agency uses an electronic filing program (E-File) to allow constituents to electronically file documents
with the Agency. InFY 2019:

Number of Documents Received 79,381
Number of E-Filings Received 49,852
Total Number of parties E-Serviced Decisions 41,689
Number of E-Deliveries of Case Documents 5,695
Number of Board and ALJ Decisions E-Served 656

Providing accessible information to the public is animportant part of the NLRB’s mission:

Total Number of Case Documents Available for Public Access 1,489,477
Number of NLRB Document Types Available for Public Access 560

Please see https://www.nlrb.gov/open/public-documents for alist of the document types available to
the public and https://www.nlrb.gov/reports forupdated metrics for FY 2019 Charges and Complaints,
Petitions and Elections, Decisions, Litigation, Remedies, Recent Filings and Tally of Ballots.

B To streamline Agency processing, the Administrative Systems Team focused on Business Process
Automation using SharePoint as the platform. The Administrative System’s teamisinthe process of
automating over 200 of the Agency’s processes/forms using SharePoint, InfoPath, web services, and
Microsoft Azure components. The business analysts continue to collect requirements and document the
process flows, while the developers work to complete the automation of the process. Following are the
processes that were either completed orare ongoingin FY 2019:

» Case Records Unit Weekly Statistics
» Facilities Request enhancements
» Form13 -Purchase Request

» Form 4197 - Employee Exiting
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» Bicycle Benefits Program Reimbursement Certification
» HREmployee Suggestion Form
» HRWorkforce Relations Activity Tracker
» HRPerformance Management Activity Tracker
» Individual Development Plan
» Records Disposition
» RequestaPhotographer
» Request forRetirement Annuity Estimate
» Temporary RecordsLoan
» Transcripts and Exhibits
» Transportation Reimbursement Form
B The Administrative System’s Team also completed the following:

» Deployed 95 Polycom Trio8500 conference phonesinthe Agency to enhance the unified
communications platform.

» Deployedanenhancementto the Personnel Security Case Management System (PSCMS) to
automate the background initiation process. NLRB sponsors enter the candidate’s information
whichisrouted to the candidate to complete the formwhich is then routed to the Security Branch for
processing. Thisremediated a security risk for securely routing sensitive information.

» Developedandimplemented the Translation Information Management System which allows Agency
employees the ability to requestinterpreting and translation services to a group of Language
Specialists within the Agency. The system manages the workflow processes associated with the
request andthe allocation of resources to manage the requests.

» Developed Google Analytics Dashboard for public website metrics which allows Agency employees
the ability to view metricsrelated to most popular pages, number of visitors per month, most
popularbrowsers and devices. Date ranges canbe setto show trends. Added additional separate
dashboards for the eFiling, eService, and Charge and Petition applications.

» Implemented enhancements to the Agency Events and Announcements system to assist with
communicationto all Agency employees.

» Completedthe designand development of a Performance Awards Matrix system that allows for
the collection of performance data from managers and supervisors to easily calculate awards for
employees.

Financial Management

B ForFY 2019 the Budget office engagedin quarterly reviews with Program Managers (PMs) throughout
the Agency providing accountability to ensure the execution of funds was completed efficiently and
effectively throughout the year. The quarterly reviews also provided the opportunity to take remedial
actionto address any budgetissueidentifiedinthe FY 2019 Spend Plan Reviews with Leadership.
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» The Budget Office developed a Spend Plan Analysis tool to track expenses and report on projections,
allowing routine briefings to Agency Leadership onbudget status, projections, and estimated funding
surpluslevels.

B The OCFO addressed three audit recommendations from previous audits during FY 2019:
» Audit of FY 2014 Financial Statements (OIG-F-19-15-01) - Recommended a reconciliation for each

GSA agreement to ensure that the obligations were valid, and the documentation existed to clearly
support that the goods or services were ordered.

» Audit of the FY 2016 Financial Statements (OIG-F-21-17-01) - Recommended an assessment of the
OCFO organizational structure to ensure that the OCFO was adequately staffed to comply with
accounting and financial reporting standards.

» Audit of the Data Act: (OIG-AMR-83-18-01) - Recommended that the OCFO coordinate with other
users of the Oracle financial system to determine if they had similar Data Act findings.

B The OCFO coordinated a multiple organization coalition that included OMB, IRS, Treasury to address
questions on backpay and travel.

B The OCFO submitted all quarterly and annual reporting requirements to Congress, OMB, and Treasury.

B Inresponse to the OMB Directive M-19-13, strategic sourcing/category management initiatives, the
Agency collects data onthose initiatives and reports out annually on progress towards increasing the
utilization of the initiatives.

B SmallBusiness Goal Status.

Small Business 23% 68.78% 65% 41.70% 36.51% 39.75%

\E’S\/Uosﬂiszned st 5% 9.83% 5% 7.47% 1.19% 12.46%

Small Disadvantaged Business 5% 58.48% 52% 28.33% 8.02% 10.71%

Service-Disabled Veteran

5 S 3% 0.75% 1.62% 2.42% 0.31% 0.97%
wned Small Business

HUBZone 3% 38.57% 23.33% 3.43% 2.13% 2.27%

Office Space Management

B Inaccordance with General Services Administration (GSA) guidelines, 15 Field Offices have been
identified to undergo a space reduction as part of the five-year project plan to reduce the NLRB
footprint.

B Agency Outreach

B The Agency furtheredits outreach to unrepresented employees, unions, and small business ownersin the
following ways:

B Distributed newsletters describing recent case developments electronically using govdelivery in the
Regional Offices.
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Produced aninformational pamphlet entitled “Protecting Employee Rights,” which contained an
expanded discussion of an employee’s right to engage in concerted activity and otherrights under the
NLRA, whichis available on the NLRB website and in hard copy, in English and Spanish.

Maintained webpages for each individual Regional Office that contain news articles relevant to that
region. To ensure that these pagesremain fresh, news articles are tagged by the Agency’s Office of
Public Affairs and automatically loaded on the Region’s webpage.

Maintained aninternal SharePoint database through which the Agency outreach coordinators post and
share outreach materials and participate in a discussion board sharingideas and leads for outreach.

Maintained an interactive smart phone app which providesinformation about employerand employee
rights under the NLRA and contact information.

Conductedregional outreach that provided information about the Act and the Agency’s processes
tounions and small business owners. Thisincluded outreach to law firms representing employers,
employees, and unions, and organizations representing trade groups (such as LERA and SHRM),
professional societies, and groups sponsored by various embassies and consulates, including Mexico,
El Salvador, Guatemala, and the Philippines. The Agency also appeared onradio programs to discuss
various aspects of the Act.

Various offices also participatedin Labor Rights Week, sponsored by various Central American
consulates. To better educate workers and employers the NLRB:

Continued to partner with The Department of Homeland Security (DHS), The Department of Labor (DOL),
(Wage and Hour Division (WHD), Occupational Safety and Health Administration (OSHA), and Office of
Federal Contract Compliance Programs (OFCCP), OSC, DOJ, EEOC in an Interagency Working Group for
the Consistent Enforcement of Federal Labor, Employment, and Immigration Laws.

Partnered with DOL, EEOC, and DOJ to develop andimplement ,acompanionsite to
,to provide information about the Agency relevant to employers.

Ethics

The Ethics Staff continued to communicate with Agency Leadership about the status of ethics projects and
to discuss notable ethicsissues.

In coordination with the Agency’s General Counsel and Chairman, the Ethics Staff:

Prepared the FY 2019 Annual Ethics Briefing for all Public and Confidential Financial Disclosure filers
asrequired by the Office of Government Ethics. Presented anin-person briefing during the Agency’s
Leadership Conference heldinD.C. on September18,2019. The training covered conflicting financial
interests, impartiality, misuse of position, gifts, the NLRB’s Supplemental Regulations, and the
importance of protecting confidential Agency information.

Analyzed data obtained through the FY 2019 Ethics Survey and provided severalrecommendations to
leadership to continue to develop arobust ethical culture at the NLRB.

Reissued CFC guidance memo and Job Aid to all Agency employees. These documents coveredthe
relevantrules andregulations, including those applicable to CFC events, and discussed the importance
of preventing coercive activity when a supervisor serves as a campaign coordinator and/or keyworker for
the CFC.
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B Reissued Speaking Engagement memo to all Agency employees. Thisdocument provided general
guidance about speaking engagements and emphasized the difference between speaking in an official
versus a personal capacity. Inaddition, the memo encouraged the use of the NLRB Waiver Addendum
which affirms that by consenting to the recording of a presentation, an NLRB employee is not permitting
the sponsor to use their official title or likeness to advertise or endorse the recording, orendorse any
otherproducts orservices offered by the organization.

B Developed ashort five-question survey designed to evaluate the effectiveness of the NLRB's ethics
program. The collectedinformation will help engage Agency Leadership in discussions about how to
continue to build a strong and robust ethical culture at the NLRB.

The Ethics Staff continued to seek out opportunities to educate all Agency employees about their ethical
obligations. During FY 2019, the Ethics Staff:

B Distributed reminder email which highlighted the limitations the Hatch Act places on federal employee
partisan political activity. The message also summarized additional Office of Special Counsel (OSC)
guidanceissuedin July which addressed federal employee conversations about current events, policy
issues, and matters of public interest that, depending on the circumstances, could violate the Hatch Act.

B Revised andreissued the Outside Employment memo to all Agency employees which provided a
reminder that outside employment includes the provision of unpaid services such as charitable work and
speaking and writing engagements. Thismemo also served as areminder that the NLRB’s Supplemental
Regulationsrequire allemployees to obtain written approval before engaging in outside employment.

B Distributed short one-page email blasts designed to remind all employees about key ethics regulations
toinclude: misuse of position, financial conflicts, the Hatch Act limitations, impartiality in performing
official duties, gifts, and the importance of protecting confidential Agency information.

| Measwe: | Goal | 2019 | 2018 | 2017 | 2016 | 2015 |

Percentage of inquiries resolved

o . 85% 88.9% 89% 92% 83% 87.7%
within five business days

Percentage of submitted
financial disclosure reports 100% 100% 100% 100% 100% 100%
reviewed within 60-days

During FY 2019, the Ethics Office received 839 inquiries. 743(88.9 percent) were resolved within five
business days.

B Allfinancial disclosurereports filedin FY 2019 were reviewed within 60 days.

B Inmid-January ethics staff beganto receive Public (OGE 278¢) and Confidential (OGE 450) Financial
Disclosure reports for CY 2017. In all cases, the review of each report was completed within 60 days of
receipt and filers were notified of any real or potential conflicts.

During FY 2019, the Agency completed its review of:

B 140 Monthly Transaction Reports (OGE 278T)

B 83 Annual Public Financial Disclosure Reports (OGE 278¢)

B 29 Annual Confidential Financial Disclosure Reports (OGE 450)
B 12 Termination Reports (OGE 278)
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B 5New Entrant Public Financial Disclosure Reports (OGE 278¢)

During FY 2019 the Ethics staff continued to use technology to help filers complete filing requirements
underthe Ethicsin Government Act (EIGA).

Ethics staff supported filers through:

B One-on-one assistance with online filing systems.

B Job Aids and checklists to help filers accurately report their financial holdings.

B Monthly reminders which emphasize the importance of reviewing brokerage statements for transactions

which are reportable underthe STOCK Act.

Internal and External Audit Responses

B Responsestointernal and external auditors have been prepared and all deadlines were successfully met
inFY 2019.

FOIA

From OctoberT, 2018, to September 30, 2019, the Agency:

B Received1,351FOIArequestsin FY 2019 andresponded to 1,419 (FY 2019 + prior year backlog/pending)

of those requests within1-20 days. Thus, 69.65 percent of the FOIArequests were processed within the
20-day statutory time period.

B Soughtanextension of time to process three requests beyond the 20-day period for FOIArequests
received. Thus, .22 percent of the FOIArequests were extended an additional ten days on the due date.

B The Agencyreceived 11FOIA appeals andresponded to 12 (FY 2019 + prior year backlog/pending) FOIA
appeals. The average amount of days to process these appeals was 17.33 working days. The lowest
number of working days to process these appeals was three. The highest number of working days to
process these appealswas 22. Eleven appeals were processed within 20 days. Thus, 91.66 percent of
the FOIA appeals were processed within the 20-day statutory time period.

B Didnot see anextension of time forthe FOIA appealsreceivedin FY 2019.

Reports

Eachyear, the FOIA Branch prepares an Annual Report, which contains statistics on the number of FOIA
requests and appealsreceived, processed, and pending during the fiscal year, and the outcome of each
request. The NLRB FOIA Annual Reports and the NLRB FOIA Quarterly Reports are available on the:

1. NLRBwebsite at ,
2. DOJwebsite at ,and
3. FOIA.govwebsite

The FOIArequires each agency Chief FOIA Officertoreport to the Attorney General on their performancein
implementing the law and the efforts to improve FOIA operations. The NLRB Chief FOIA Officer Reports are
publicly available on the:

1. NLRBwebsite at: ,and
2. DOJwebsite at


https://www.nlrb.gov/reports
https://www.justice.gov/oip/reports-1
https://www.foia.gov/ 
https://www.nlrb.gov/reports
https://www.justice.gov/oip/reports-1 
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FY 2020 HISTORICAL PERFORMANCE MEASURES FOR GOALS 3 AND 4

FY 2020 STRATEGIC GOAL 3 (SUPPORT): ACHIEVE ORGANIZATIONAL EXCELLENCE AND
PRODUCTIVITY IN THE PUBLIC INTEREST

Employee Development

B During FY 2020, OHR transitioned all Agency employees to USA Performance, the automated
performance management system.

» The Agency’s Performance Management Program continued to provide training and coaching
withrobust tools and resources to make certain the essential points of the Agency’s Performance
Management System met the key activities for the four (4) appraisal cycles.

B The Office of Employee Development (OED) continues to offer a wide array of online and blended media
training offerings to enhance employee development at the Agency. During FY 2020, there were 9,860
individual courses completed in Skillport, 786 course enrollments through West LegalEdcenter, and
monthly training on the Agency’s internal case management system (NxGen) through the Training Tuesday
program.

» Additionally, OED offered monthly live training sessions via webinar on general skills and leadership
topics. InFY 2020, OED expandedits online training offerings to include an online simulation for Trial
Training and conducted a virtual teambuilding event for the Board-side staff and a virtual conference
forRegional Directors.

B OED continued to offerIndividual Development Plan (IDP) tools via an online form available to all
employees.

» ThelDPtoolincludes self-assessments, goal planning worksheets, and an IDP form that employees
canuse to planforand track their development activities.

B OEDalignedthe Agency’s Leadership Development Program (LDP) with the supervisory and managerial
training frameworks provided by OPM and with the Senior Executive Service (SES) Executive Core
Qualifications. The LDP provides development resources for aspiring supervisors, new and current
managers and supervisors, aspiring executives, and existing executives.

» The LDP guide and offerings are made available on the Agency’sintranet site. OED has also
completed a Training Needs Assessment to identify Agency-wide development needs in critical job
fields and has developed a competency model framework to chart career progression andinform
gap analysis.

B OHRcontinuesto hireinaccordance with federal guidelines and follows procedures to attract a diverse
workforce thatincludes Veterans.

B In4th Quarterof FY 2020, OEEO launched annual mandatory training for Agency managers and
supervisors to meet training requirements from the Office of Special Counsel. Inaddition, the OEEO
director briefed newly appointed Regional Directors and Deputy General Counsels onthe Agency’s
Equal Employment Opportunity (EEO) program and on federal sector EEO regulations regarding
whistleblower protections, prohibited personnel practices and prohibitions against retaliation.
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Workforce Management

OED began working with HCPO to develop an agency-wide succession plan during the 4th Quarter of FY
2020.

OHR partnered with the OEEO on a self-identifying process foremployees to anonymously identify their
race, national origin, and disability through Employee Express.

OHR continued to validate that employees have performance plans through its new USA Performance
reporting system.

» TheprocessisusedforallNLRB employees toinclude all bargaining unit, non-bargaining unit, and
Professional Association employees. Allemployees wereissued a performance plan at the beginning
of the reporting period.

» Performance appraisals wereissuedin June for NLRB Union staff members and July for non- union
employees.

OHR seamlessly transitioned the New Employee Orientation (NEO) to a 100 percent virtual and
interactive presentation using Skype technology, due to COVID-19.

» Thisincluded coordinating with the Office of the Chief Information Officer (OCIO) for new employees

to obtain computerandlog-ininformation and with the Security Branch to receive government
credentials.

» Additionally, the OHR added the NLRB’s Office of Equal Employment Opportunity (OEEO) to the NEO.

OEEO continued to provide resources and serve as a consultant for Agency managers to field questions
onways to handle sensitive EEQ issues.

» OEEOQO identified appropriate resources for diversity and inclusion training, and presentedit to the
OEEO staff, allAgency EEO counselors and Special Emphasis Program Coordinators at Headquarters
andin all Field Offices.

» OEEQO collaborated with the OED to develop and present training Agency-wide training on
unconscious bias.

During FY 2020, the Security Branch reduced the number of backlogged reinvestigations to 284 from
331.

Motivation

B HCPO completed enhancementstoits SharePoint website. The enhancements promote information

sharing on avariety of employee engagement topics andinclude aninteractive ideation portaland a
toolkit to facilitate communication with the HCPO. Itis expectedthat not only willcommunications
improve between the HCPO and the workforce, but communication and engagement will also improve
between employees and managers as aresult of these new tools, which should help strengthen overall
agency performance and employee engagement.

B The HCPO developed a Your Voice Matters! ideation portal onits SharePoint site where employees can

access and contribute to driving greater employee engagement by submitting new ideas/suggestions
and also by suggesting solutions to existing organizational problems/barriers.

» The HCPO willreview the site daily and help adjudicate submitted ideas/suggestionsinto action.
Additionally, afteranidea/suggestionisimplemented, alisting of implemented actions will be posted
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to the site so that employees can be made aware of how they helped managers and supervisors boost
employee engagement and address real-time organizational challenges.

B Additionally, the HCPO completed and made accessible a collection of FEVS accomplishments so that
employees could know about what actions leadership have implemented inresponse to their feedback
tothe FEVS. These measures enhance transparency, which should motivate employees to participatein
the FEVS atamuch higherrate.

B The HCPOissued amemorandumto allemployees signed by the Chairman and General Counsel on the
value of the FEVS and soliciting employee participation in the 2020 FEVS. The HCPO also published
FAQs to the FEVS onits SharePoint site, which addressed commonly asked questions regarding the
2020 FEVS.

FY 2020 STRATEGIC GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES IN AMANNER THAT
INSTILLS PUBLIC TRUST

Information and Technology

The Agency uses an electronic filing program (E-file) to allow constituents to electronically file documents
withthe Agency. InFY 2020:

Number of E-Filings Received 14,320
Number of Documents Received 24,869
Number of Board and ALJ Decisions E-Served 483

Total Number of parties E-Serviced Decisions 30,694
Number of E-Deliveries of Case Documents 58,520

Providing accessible information to the publicis animportant part of the NLRB’s mission:;

Number of NLRB Document Types Available for Public Access 560
Total Number of Case Documents Available for Public Access 1,619,011

Please see https://www.nlrb.gov/open/public-documents for alist of the document types available to the
public and https://www.nlrb.gov/reports forupdates metrics for FY 2020 Charges & Complaints, Petitions
& Elections, Decisions, Litigation, Remedies, Recent Filings and Tally of Ballots.

InFY 2020 the following new enhancements were developed for the Agency’s public website:

B MyNLRB - Allows stakeholders to personalize their website experience with targeted regional news and
case information and access to their saved searches.

B Advanced Data Search - Provides stakeholders the ability to create, save and download ad hoc searches
for case and election data.

B SpanishTranslations - Provides Spanish translations of approximately 40-50 pages of the public website
with the ability for users to switch back and forth between Spanish and English.

B Interactive Map - Provides Unfair Labor Practice (C) and Representation (R) case datavia aninteractive
map interface.

To streamline Agency processing, the Administrative Systems Team focused on Business Process
Automation using SharePoint as the platform. The Administrative System’s teamisin the process of
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automating over 200 of the Agency’s processes/forms using SharePoint, InfoPath, and/or PowerApps/
Automate, web services, and Microsoft Azure components. The business analysts continue to collect
requirements and document the process flows, while the developers work to complete the automation of
the process. Following are the processes that were either completed, updated with enhancements orare
ongoingin FY 2020:

Case Records Unit Weekly Statistics
Form 4197 - Employee Exiting
Professional Liability Insurance Form
Facilities Request Form

Retirement Estimate Annuity Form
Employee Suggestion Form
Memento of Recognition

Shred Service Verification Form
Travel Card Request

Travel Training Form

Transportation Reimbursement
Payroll Ticketing System

Ethics Skip Counsel

Ethics Legally Protected Information

Ethics Inquiry

The Administrative System’s Team also completed the following:

Completed the development of an EEO Case Tracking System to automate their case processing end-
to-end and provide a better mechanism for monthly and yearly reporting.

Completed the development of a case tracking system for the Reasonable Accommodation process.

» The Reasonable Accommodation process provides a means inwhichtorequest and track
accommodations for NLRB employees and applicants foremployment to ensure that qualified
individuals with disabilities enjoy equal access with respect to the: (a) application process; (b) to
enable anindividual with a disability to perform essential job functions; and (c) to provide equal access
to the benefits and privileges of employment; unless to do so would cause undue hardship to the
NLRB; and to handle requests as quickly as possible, and in as confidential manner.

Continued development to automate a case tracking system for the Special Counsel Labor Relations
Branch which will track grievances, integrate with the EEO case tracking system and other general
inquiries frommanagement.

Completed the development and deployment of the automation of the GC memorandum process.
GC memos are authored in Microsoft Word and upon final approval, a workflow process converts the
document to pdf and transfers it to both the Agency Intranet and Agency public website.
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B Completedthe development and deployment of areporting dashboard for the Acquisitions
Management Branch using Microsoft PowerBl for the entire purchase card dataset. Dataisingested from
multiple sources (CitiBank, Oracle Federal Financials and Excel).

B Dueto COVID-19, OCIO implemented a process within SharePoint for creating secure sites forthe
Administrative Law Judges and their bailiffs to manage their Hearings and Cases with external parties.
Documents and evidentiary information are made available to parties on a case to ensure Hearings can
occurremotely.

Financial Management

B Provided aresponse to address Questions forthe Records received from the Chair and Ranking
Members of the Subcommittee on Department of Labor, Healthand Human Services, and Education and
Related Agencies.

B Developed monthly Status of Funds Reports and conducted Quarterly Reviews where the NLRB
examined overall spending and the budgetary impacts due to the COVID-19.

B Routinely monitored and performed reviews of unliquidated obligations to properly report obligation
balances and commitments.

M During FY 2020, the OCFO addressed and closed out thirteen audit recommendations from previous
year’s audits.

B The OCFO submitted all quarterly and annual reporting requirements to Congress, OMB, and Treasury.

B Inresponse tothe OMB Directive M-19-13, strategic sourcing/category management initiatives, the
Agency collects data on those initiatives and reports out annually on progress towards increasing the
utilization of the initiatives.

Small Business Goal Status*

Gov-Wide

Small Business 23% 58.79% 68.78% 65% 41.70% 36.51%
e Qe Smel 5% 1.298% 9.83% 5% 7.47% 1.19%
Business

sl Diseiciemicgze 5% 5218% 58.48% 52% 28.33% 8.02%
Business

Service-Disabled

Veteran Owned Small 3% 0.963% 0.75% 1.62% 2.42% 0.31%
Business

HUBZone 3% 41.56% 38.57% 23.33% 3.43% 213%

*InFY 2020 the NLRB was below three out of the five government wide goals because of de-obligations and spend being putin areas
that were either for an existing contract or the requirement exceeded small business capabilities.

Office Space Management

B Inaccordance with General Services Administration (GSA) guidelines, 18 Field Offices have been
identified to undergo a space reduction as part of the five-year project plan to reduce the NLRB
footprint.
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Agency Outreach

The Agency furthered its outreach to unrepresented employees, unions, and small business owners in the
following ways:

B Metwithlocal consulates of various countries to educate consular officials about the NLRB'’s protections
and processes and delegation from the Korean Federation of Trade.

B Leddiscussions for high schooland middle school classes concerning the development of the NLRA,
workers’ statutory rights, and Board processes.

B Maintained webpages foreachindividual Regional Office that contain news articles relevant to that
region. To ensure that these pagesremain fresh, news articles are tagged by the Agency’s Office of
Public Affairs and automatically loaded on the Region’s webpage.

B Maintained aninternal SharePoint database through which the Agency outreach coordinators post and
share outreach materials and participate in a discussion board sharingideas and leads for outreach.

B Maintained aninteractive smart phone app which provides information about employer and employee
rights under the NLRA and contactinformation.

B The Regional Offices conducted outreach that focuses on protected concerted activity vs. union
activity. Thisincludes outreachto law firms, labor organizations, trade groups, law school and graduate
school groups, and professional societies.

To bettereducate workers and employers the NLRB:

B Presentedto Statenlsland District Attorney’s Economic Crimes Bureau - Exchange information about
what eachrespective agency does -the NY agency is a task force to prosecute wage crimes, which
oftentimes overlaps with cases, e.g., protected concerted activity wage complaints.

B Maintained Memorandum of Understanding (MOUs) with Immigrant and Employee Rights Section of
the Civil Rights Division of the Department of Justice; Occupational Safety and Health Administration;
USPS; Wage and Hour Division, U.S. Department of Labor; Mine Safety and Health Administration, U.S.
Department of Labor; Illinois Labor Relations Commission.

Ethics

The Ethics Staff continued to communicate with Agency leadership about the status of ethics projects and
to discuss notable ethicsissues.

In coordination with the Agency’s General Counsel and Chairman, the Ethics Staff:

B Distributed the 2019 Annual Ethics Briefing through the Agency’s Learning Management System, which
included arecorded message from the Chairman and the General Counsel, to all Agency supervisors and
managers. By making this briefing available to supervisors and managers, the Ethics Staff ensures that
allmanagement employees arein a position to identify potential ethicsissues and avoid situations that
distract from the mission of the Agency. All supervisors and managers (non-filers) completed this training
requirement by Q1FY 2020.

B Continuedto assist the Board and General Counselin evaluating ethics recusal obligations and to involve
managementin the recusal process.
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B Renewed annual MOU with the Office of Human Resources to ensure that all newly hired employees and
allnewly promoted supervisors receive required ethics notifications in compliance with the Executive
Branch Ethics Program Amendments, 81 Federal Register76,271.

B Assisted General Counsel’s Office with update to casehandling policy to include the development of
aconflicts of interest worksheet to assist Board Agents with identifying potential conflicts of interest
before beginning aninvestigation.

B Developeda protocol forthe review and approval of internal NLRB solicitations that benefit coworkers
and their families who are victims of the COVID-19 pandemic.

The Ethics Staff continued to seek out opportunities to educate all Agency employees about their ethical
obligations.

During FY 2020, the Ethics Staff:

B Providedtechnical requirements to OCIO staff in orderto redesign the Ethics SharePoint page to
enhance search capabilities and to develop various webforms designed to help the Ethics Office gain
efficienciesin case processing.

B Distributed agency-wide avariety of information which highlighted the limitations the Hatch Act places
onfederalemployee partisan political activity. These messagesincluded: alink to a brief online overview
of the Hatch Act; Office of Special Counsel’'s (OSC) guidance covering how to determine whetheran
organizationis a partisan political group and whether certain activities that an organization engagesin
would be considered political activity under the Hatch Act; an OSC announcement explaining that face
masks which display a partisan political slogan orimage may not be wornin the workplace and while on
duty; a brief reminder covering how to avoid Hatch Act violations while using Agency email; and an OSC
pressrelease explaining the role of the Hatch Act.

B Revised andreissued a memo to all Agency employees concerning participationin protests and
demonstrations.

B Provided general ethicsreminderto allemployees via email to emphasize that ethics staff is available
to answer any government orlegal ethics question during the COVID-19 pandemic. The importance
of maintaining confidentiality while teleworking with others in the employee’s household was also
emphasized.

Measure: | _Goal | 2020 | 2015 | 2018 | 207 | 2016 |

Percentage of inquiries
resolved within 5 85% 92% 88.9% 92% 95% 83%
business days

Percentage of
submitted financial
disclosurereports
reviewed within 60-days

100% 100% 100% 100% 100% 100%

M During FY 2020, the Ethics Office received 633 inquiries. 587 (92 percent) were resolved within five
business days.

B Allfinancial disclosure reports filedin FY 2020 were reviewed within 60 days.
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B Inmid-January ethics staff began toreceive Public (OGE 278e) and Confidential (OGE 450) Financial
Disclosure reports for CY 2019. Inall cases, the review of each report was completed within 60 days of
receipt and filers were notified of any real or potential conflicts.

During FY 2020, the Agency completed its review of:

B 30 Annual Confidential Financial Disclosure Reports (OGE 450)

B 2 New Entrant Confidential Financial Disclosure Report (OGE 450)
B 82 Annual Public Financial Disclosure Reports (OGE 278e)

B 11 New Entrant Public Financial Disclosure Reports (OGE 278e)

M 117 Monthly Transaction Reports (OGE 278T)

B 4Termination Reports (OGE 278)

During FY 2020 the Ethics staff continued to use technology to help filers complete filing requirements
underthe Ethicsin Government Act (EIGA).

Ethics staff supported filers through:

B One-on-one assistance with online filing systems.

B Job Aids and checklists to help filers accurately report their financial holdings.

B Monthly reminders which emphasize the importance of reviewing brokerage statements for transactions

which are reportable under the Stop Trading on Congressional Knowledge (STOCK) Act.

Internal and External Audit Responses:

B Responsestointernal and external auditors have been prepared and all deadlines were successfully met
inFY2020.

Freedom of Information Act
From October1, 2019, to September 30,2020, the Agency:

B Received 1,327 FOIArequestsinFY 2020 and responded to 1,393 (FY 2020 + prior year backlog/
pending). 1,137 of those requests were responded to within 1-20 days. Thus, 82 percent of the FOIA
requests were processed within the 20-day statutory time period.

B Soughtthree extensions of time to process arequest beyond the 20-day period for FOIArequests
received. Thus, the Agency statutory extensions forless than one percent (0.23 percent) of its cases
received.

B The Agencyreceived 17 FOIA appeals andresponded to 18 (FY 2020 + prior year backlog/pending) FOIA
appeals. The average amount of days to process these appeals was 13 working days. The lowest number
of working days to process these appeals was 2. The highest number of working days to

B processthese appealswas 20. Thus, 100 percent of the FOIA appeals were processed withinthe 20-
day statutory time period.

B Didnot seek an extension of time forthe FOIA appealsreceivedin FY 2020.
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FY 2021 HISTORICAL PERFORMANCE MEASURES FOR GOALS 3 AND 4

FY 2021 STRATEGIC GOAL 3 (SUPPORT): ACHIEVE ORGANIZATIONAL EXCELLENCE AND
PRODUCTIVITY IN THE PUBLIC INTEREST

Employee Development

B The Office of Employee Development (OED) continues to work with the Human Capital Planning Office
(HCPO)to develop anagency-wide succession plan and OED continues to offer an online Individual
Development Plan (IDP) tool. InFY 2021, OED conducted IDP workshops foremployees and supervisors
to educate individuals on the benefits of IDPs and the process for developing a meaningful IDP.

B OEDleveragesinternal communication mechanisms to promote employee development. Forexample,
OED provides monthly articles on employee development topics forinclusionin the agency’s internal
newsletterthatis providedto allemployees.

B Additionally, OED has facilitated multiple online events using webinar technology for audiences of up to
300 attendees.

Workforce Management
B The Office of Human Resources (OHR) continues to validate that employees have performance plans
through the new USA Performance reporting system.

» TheprocessisusedforallNLRB employees toinclude bargaining unit, non-bargaining unit, and
Professional Association employees. The Performance Management Team provides pertinent
information and offers scheduled individualized team and group performance management training
throughout the year.

B The FOIABranchwas added to the new employee orientation.
B OHRverified that new hire’s federal and state taxes are entered into FPPS correctly.

B Allemployees have received theirperformance plan for2020-2021and midyear feedback.
Expectations are reinforced daily, and employees’ performances were highlighted during the TMG audit.

B The Security Branch enrolled Agency personnelin the Rap Back Program which provides electronic
reporting on post appointment arrests of Agency employees, contractors, students, and volunteers.

B Security Branchreduced the number of backlogged reinvestigations to 168, which was 285 at the
beginning of FY 2021.

» Since FY 2012 the NLRB implemented the reinvestigation requirement every five years in accordance
with 5 Code of Federal Regulations (CFR) 731, the branch has decreased the backlogged
investigations from1,050 to 168.

B The Office of the Equal Employment Opportunity (OEEQO) prepared and posted No FEAR data on the
Agency’s public website. OEEO submitted Agency EEO Compliance reportto EEOC onMay 10, 2021.

B OEEO continued collaborative efforts to collect Agency workforce data from Human Resources, the
Office of Employee Development, the Division of Operations-Managementin preparation forthe
Agency’s annual Management Directive (MD) 715 report for FY 2020, which enabled the timely submission
of thereporttothe EEOC onJune 15,2021.

B OEEOQ prepared and submitted the State of the Agency briefingreport forthe FY 2019 MD715 reportin
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FY 2021. Thisreport summarizes Agency accomplishments and challenges in attaining model EEO status
and outlines strategies toreach goals.

B OEEO supported Agency’s efforts to accomplish the goals of Executive Order (EO) 13985 on Advancing
Racial Equity and Support for Underserved Communities through the Federal Government through its
participation on the Agency Equity workgroup and by providing resource material for the group.

» Insupport of EO 13985, OEEQO participatedinthe Agency’s Equity Workgroup to assistin the
development of the Agency’s 200-day Equity Report.

Motivation

B HCPO kicked off amulti-year collaboration with the Division of Legal Counsel to improve employee
engagement. This effort shouldresultin higherresponses to the Federal Employee Viewpoint Survey
(FEVS)in subsequent years for this organization.

B HCPO continued to make available to employees, viathe HCPO’s SharePoint site, access toits virtual
suggestion box where employees can submit suggestions and submit creative and innovative ideas on
how to strengthen employee engagement and offerideas onworkplace improvements.

B OHR's Performance Management Team has completed the automated revitalized Suggestion Award
Program.

» Theprogramwillencourage employees to submit constructive new ideas that will directly contribute
to the economy, efficiency, or directly improve operations and or services withinthe Agency. Release
date for this programis tentatively scheduled for the Fall of 2021.

B OHR'’s Performance Management Team ensures that nominations are collected for the Administrative
Professional Award and Honorary Awards Programs using an automated nomination process via
SharePoint. This process proves to be very instrumental in making the nomination process easy, efficient,
and convenient to all parties. Award ceremonies were held in April and June 2021 respectively.

» The Special Act and On-the-Spot-Award Program was funded to offer monetary recognition to

deserving employees for their performance efforts during the fiscal year.

FY 2021 STRATEGIC GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES IN AMANNER THAT
INSTILLS PUBLIC TRUST
Information and Technology

The Agency uses an electronic filing program (E-file) to allow constituents to electronically file documents
withthe Agency. InFY 2021:

Number of E-Filings Received 50,069
Number of Cases Filed Through E-File Charges and Petitions (OCP) 10,777
Number of Documents Received 139,726
Number of Board and ALJ Decisions E-Served 278

Total Number of parties E-Serviced Decisions 22,873
Number of E-Deliveries of Case Documents 69,588

Providing accessible information to the public is animportant part of the NLRB’s mission:
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Number of NLRB Document Types Available for Public Access 563
Total Number of Case Documents Available for Public Access 1,742,081

Please see foralist of the document types available to the
public and forupdates metrics for FY 2020 Charges & Complaints, Petitions
& Elections, Decisions, Litigation, Remedies, Recent Filings and Tally of Ballots.

During FY 2021, the following enhancements were completed for the Agency public website which
increased ormade case datamore transparent to constituents:

B Interactive Map - Uses aninteractive map to show C and R case data for eachregion.
B Advanced Data Search - Creates and downloads customized reports for case and election data.

B MyNLRB - Allows users to authenticate using Login.gov and personalize their experience for tracking
individual cases, saved searches and aggregated regional content.

B Spanishsite - Provides approximately 50 pages of documents translated into Spanishtoreach alarger
part of the constituency.

B CareerPortal - Places anew focus on attracting top talent to the NLRB.

The OCIO continues to work with the FOIA Branch to design and develop a process forrelating NLRB cases
onthe Agency public website with FOIA requests.

To streamline Agency processing, the Administrative Systems Teamis focused on Business Process
Automation using SharePoint as the platform. The Administrative System’s teamisin the process of
automating over 200 of the Agency’s processes/forms using SharePoint, InfoPath and/or PowerApps/
Automate, web services and Microsoft Azure components. The business analysts continue to collect
requirements and document the process flows, while the developers are working to complete the
automation of the process. Following are the processes that were either completed, updated with
enhancements orare ongoingin FY 2021

Automated Funds Request

Bicycle Benefits Reimbursement
Courier Authorization

COVID-19 Employee Paid Leave
COVID-19 Vaccination Certification Form
Driver’s License Verification
Employee Suggestion Form

Ethics Inquiry Form

Ethics Skip Counsel

Ethics Legally Protected Information
Facilities Request Form

Memento of Recognition

Payroll Ticketing System


https://www.nlrb.gov/open/public-documents
https://www.nlrb.gov/reports
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Performance Award Matrix

Professional Liability Insurance
Purchase Card Transaction Request
Records Management Weekly Statistics
Retirement Estimate

Superior Qualifications

Temporary Property Removal

Travel Training Form

Transportation Reimbursement

The Administrative Systems Team also completed the following:

Completed the design and development of a Reasonable Accommodation (RA) Case Management
system which tracks the entire workflow of an RA case and integrates with the Form 13 purchase request.
Systemisinfinaltesting andis plannedto be deployedin FY 2022.

Completed the implementation of Microsoft Teams and subsequent retirement of Skype for Business.
Microsoft Teams provides both communication and collaboration in the form of telephony, video, chat,
screen sharing, and integration with other Microsoft platforms (SharePoint, Planner, Power platform,
Office suite, etc.). Finalized the governance model and worked with many Agency offices for the creation
of Teams and channels to increase collaboration.

Due to COVID-19, OCIO implemented a process within SharePoint for creating secure sites for the
Administrative Law Judges and their bailiffs to manage their hearings and cases with external parties.
Documents and evidentiary information are made available to parties on a case to ensure hearings can
occurremotely.

Inresponse to the FOIA Branch’s inability to send large documents to FOIA requesters, the Administrative
System’s team designed and developed a secure large file transfer system. FOIA Branch employees
have aninternal-only interface to upload the files with an expiration date which are only accessible to the
email address associated with the file(s). The FOIArequesterreceives an email with alink to download the
file and are unable to forward the email to another party.

Completed 75 percent of a three terabyte shared drive migration with each office as a cost savings
measure to retire the legacy file share servers, migrate all of the files, data and permissions to the related
Team’s sites which increases collaboration using Teams and SharePoint.

Designed and developed a Budget and Spending Dashboard using SharePoint and PowerBl which
enables the OCFO and senior management the ability track funds actuals and spending from the
Agency’s Operating Plan.

Financial Management

Provided aresponse to address the Congressional Questions for the Records received from the Chair
and Ranking Members of the Subcommittee on Department of Labor, Health and Human Services, and
Education and Related Agencies.

Developed and uploaded the FY 2022 Budget Blueprint data into the OMB MAX Information System.
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B The OCFO submitted all quarterly and annual reporting requirements to Congress, OMB, and Treasury.
B Developedthe NLRBFY 2023 Budget Request to OMB.

B Developed Status of Funds Reports and briefed Leadership on the Agency’s status of the Agency’s
Funds and available unallocatedresources.

B During FY 2021the OCFO addressed and closed out 18 audit recommendations from previous year’s
audits.

B Developed a series of budget scenarios forthe FY 2022 OMB Passback and developed the Agency
Passback Appeal strategy and draft Passback response to OMB.

Small Business Goal Status*

Small Business 23% 68.57% 58.79% 68.78% 65% 41.70%
\E’;\{Jc’smzsowned Szl 5% 4.32% 1.298% 9.83% 5% 7.47%
;Ts?::et)s'zadva”taged 5% 57.80% 52.18% 58.48% 52% 28.33%
Service-Disabled

Veteran Owned Small 3% 0.83% 0.963% 0.75% 1.62% 2.42%
Business

HUBZone 3% 48.21% 41.56% 38.57% 23.33% 3.43%

*In FY 2021, the NLRB was below two out of the five government wide goals because of de-obligations and spending being putin areas
that were either for an existing contract or the requirement exceeded small business capabilities. Due to the COVID-19 pandemic,
requirements were diverted to existing contracts to promptly support the Agency’s immediate needs.

Office Space Management

Inaccordance with GSA guidelines, 22 Field Offices have beenidentified to undergo a space reduction as
part of the five-year project plan to reduce the NLRB footprint.

Agency Outreach

The Agency furthered its outreach to unrepresented employees, unions, and small business owners in the
following ways:

B OnSeptember?2,2021, General Counsel and Mexican Ambassadorto the U.S. signed a Letter of
Arrangement (LOA) strengthening ties between the NLRB, the Mexican Embassy, and its consulates
around the country.

B Additionally, the LOA expands upon the collaboration that has existed for many years between local NLRB
offices around the country and the network of Mexican consulates across the U.S., by enhancing efforts
to provide Mexican workers, theiremployers, and Mexican business ownersinthe U.S. with information,
guidance, and access to educationregarding theirrights and responsibilities under the Act.

B The Regional Offices signed separate LOAs withlocal consulates, including Philadelphia, Los Angeles,
Miami, Texas, and Boston.
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Additionally, Regional Offices participatedin Labor Rights Week activities with various Mexican
consulates and other federal agencies, including participating in a phone bank, participating in various
tabling events with consulate partners, and participatingin aradio show to discuss laborrights for
immigrants.

The Agency produced and engaged invarious outreach activities and efforts, such as:

Produced a short video discussing Section 7 rights as applied to immigrant workers to be playedin
Mexican and other embassy waiting rooms.

Established a student ambassador program to reach out to high school age individuals, which was
created by the New York Regions.

Launched a new Spanish language version of its website, NLRB.gov/es, where members of the public can
accessresources on theirworkplace rights and how to file a complaint, learn about the agency’s history
and current duties, and request a speaker from the NLRB.

Launched two Spanish language Twitter accounts—@NLRBes for Board-side news and decisions and @
NLRBGCes for news and information from the General Counsel’s office.

Launched a Facebook account forthe General Counsel’s office and Instagram accounts for the Board-
side and General Counsel-side.

Created avideo for social media of the Deputy General Counsel discussing freedom of association.

Developed a “know your rights” content for social media that explains workers’ rights under the NLRA was
created.

Created a flyerand PowerPoint presentations to inform the public about the Agency.

Conducted outreachto Latino organizations, members of Congress, and media through the Agency’s
Office of Congressional and Public Affairs.

Beganissuing Spanish-language pressreleases.

Participatedinclinic forworkers with disabilities.

Conducted outreach to the Asian American Bar Association of New York to host clinic.
Participatedin equal pay forum with the National Council of 100 Women.

Participated in White House Initiative on Asian American Pacific Islander listening session.

Participatedin Cafecito conlos Consulares in San Francisco.

To better educate workers and employers the NLRB:

Presented to California Labor Trafficking Task Force Subcommittee.
Presented to Make the Road NJ (focusing on Latino and other minority workers).

Met with representatives of the Mexican Embassy to provide training, discuss renewal of MOU, and
establishjoint outreach opportunities.

Presented updates of the NLRB to Healthcare Labor Relations Advisory Committee (association of legal
counselsrepresenting employersinlaborrelations).

Presented to management-side laborlaw firm on developments under the NLRA.
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Metwith the U.S. Department of Labor (DOL), Bureau of International Labor Affairs to establish joint
outreach opportunities.

Collaborated with New York Interagency Community on Asian Americans and Pacific Islanders Month
events.

Participatedin the Alameda County Labor Trafficking Task Force.

Delivered Joint Presentation with DOL Wage and Hour concerning essential workers in Detroit.

Ethics

The Ethics Staff continued to communicate with Agency Leadership about the status of ethics projects and
to discuss notable ethicsissues.

In coordination with the Agency’s GC and Chairman, the Ethics Staff:

Continued to assist the Board and General Counselin evaluating ethics recusal obligations.

Reissued Combined Federal Campaign (CFC) guidance memo and Job Aid to all Agency employees at
the start of the FY 2021 CFC campaign. These documents covered therelevant rules and regulations,
including those applicable to CFC events, and discussed the importance of preventing coercive activity
when a supervisor serves as a campaign coordinator and/or keyworker forthe CFC.

Participatedintransitionrelated tasks to include: preparing various staff formeetings with the Biden
Transition Team; working with newly appointed leaders to maintain the NLRB's ethical culture; and
meeting with potential nominees and White House ethics officials to discuss the Ethics Office’s role in
ensuring the integrity of the NLRB'’s programs and processes.

Met with GC and Chairman front offices and the Office of Congressional Public Affairs (OCPA) to present
research of federal agency social media policies, summaries of First Amendment cases, andissues to
consider when developing a comprehensive social media policy for the Agency.

The Ethics Staff continued to seek out opportunities to educate all Agency employees about their ethical
obligations.

During FY 2021, the Ethics Staff:

Distributed the CY 2020 Annual Ethics Briefing through the Agency’s Learning Management Systemto
allfinancial disclosure filers as well as managers and supervisors. This programincluded a message from
the Agency’s Designated Agency Ethics Official (DAEO) which emphasized the importance of making
compliance with ethics regulations a personal responsibility of everyone but noted that itis particularly
important for the Agency’s managers and supervisors.

Renewed annual MOU with the Office of Human Resources to ensure that all newly hired employees and
allnewly promoted supervisors receive required ethics notifications in compliance with the Executive
Branch Ethics Program Amendments, 81 Federal Register76,271.

Participatedin Operation’s Regional Directors (RD) Roundtable where the Ethics Office updated
Regional Management on trending legal and government ethics issues. The Ethics Office also presented
new resources that were developed to assist the field inidentifying potential legal ethics concerns.

Launched new Ethics intranet site which provides a user-friendly organization; new search tools; three
new online forms to help the Ethics Office collectrelevant facts so that ethicsinquiries can be handled
more efficiently; and several newly developed legal ethics training resources.
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B Provided customized ethics briefing to the newly appointed Political Appointees with Senate
Conformation (PAS) and Schedule C appointed employees.

B Provided new hire orientation to allnew NLRB employees within 90 days of appointment to the Agency.

B Distributed various training resources and reminders covering key ethics laws and regulations; the Hatch
Act; and the importance of maintaining the NLRB’s Screening Wall. Many of these resources and

B reminders were distributed Agency-wide while others were directed to specific categories of
employees to support their particular mission work.

W Distributed amemo which provided guidance foremployeesinteracting with NLRB social media
accountsvia personal social media accounts.

B Presented content at several Agency meetings and conferences. Ethics Staff emphasized that all
employees have a personal responsibility to comply with the Rules of Professional Conduct, the
Standards of Conduct and the Criminal Conflict of Interest Statutes.

B Assisted various offices in developing policies to ensure compliance with the NLRB’s internal screening
wall that separates the prosecutorial and adjudicatory sides of the Agency and protects confidential
information from disclosure to the other side.

B Distributed post-employment guidance to allemployees scheduled to retire orresign from government
service and answered specific post-employment inquiries from formeremployees of all levels.

B During FY 2021, the Ethics Office received 65Tinquiries. 622 (95 percent) were resolved within 5 business
days.

Measure: | Goal | 2021 | 2020 | 2015 | 2018 | 2017

Percentage of inquiries resolved

o . 85% 95% 92% 88.9% 92% 95%
within 5 business days

Percentage of submitted financial
disclosure reports reviewed within 100% 100% 100% 100% 100% 100%
60-days

The Ethics staff continued to use technology to help filers complete filing requirements under the Ethicsin
Government Act (EIGA).

During FY 2021, Ethics staff supported filers through:

B One-on-oneassistance with online filing systems.

B Job Aids and checklists to help filers accurately report their financial holdings.

B Monthly reminders which emphasize the importance of reviewing brokerage statements for transactions
which are reportable under the Stop Trading on Congressional Knowledge (STOCK) Act.

In mid-January, Ethics staff began toreceive Public (OGE 278e) and Confidential (OGE 450) Financial
Disclosure reports for CY 2020. Completed thereview of 99 percent of allreports within 60 days of receipt
and the Ethics Office notified the filer of any real or potential conflicts.

During FY 2021, the Agency completed its review of:
B 31Annual Confidential Financial Disclosure Reports (OGE 450)
B 2 New Entrant Confidential Financial Disclosure Report (OGE 450)
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B 82 Annual Public Financial Disclosure Reports (OGE 278e)

B 6 NewEntrant Public Financial Disclosure Report (OGE 278e)
B 170 Monthly Transaction Reports (OGE 278T)

B 13 Termination Reports (OGE 278)

Internal and External Audit Responses

Responsestointernal and external auditors have been prepared and all deadlines were successfully metin
FY2021.

Freedom of Information Act
From October1,2020 to September 30,2021, the Agency:

B The Agencyreceived 1,436 FOIArequests andrespondedto 1,410 FOIArequests. The Agency responded
to 1,264 FOIArequestsin1-20 days. Thus, 90 percent of the FOIArequests were processed within the
20- day statutory time.

B The Agency sought five extensions of time to process arequest beyond the 20-day period for the FOIA
requestsreceived from October1,2020, to September 30, 2021. Thus, the Agency sought statutory
extensions forless than1percent of requests.

B The Agencyreceived 11 FOIA appeals and responded to five FOIA appeals from October1,2020 to
September 30, 2021. The number of average days to process these appeals was 19.4 working days. The
lowest number of working days to process these appeals was 18. The highest number of working days to
process these appeals was 20. Thus, 100 percent of the FOIA appeals were processed within the 20-
day statutory time.

B The Agency did not seek an extension of time for the FOIA appealsreceived from OctoberT, 2021, to
September 30,2021.
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Il APPENDIXD

STRATEGIC GOALS

GOAL1(MISSION): ENSURE EFFECTIVE ENFORCEMENT OF THE NATIONAL LABOR RELATIONS ACT
THROUGH TIMELY AND QUALITY CONSIDERATION AND RESOLUTION OF UNFAIR LABOR PRACTICES
WITH APPROPRIATE REMEDIES

Objective 1: Achieve timely consideration and appropriate resolution of unfair labor practice charges
at every stage of processing.

Measure 1: The Field office operations reach determinations on all unfair labor practice charges within 90
percent of the Agency’s timeliness goal.

Measure 2: Issue 90 percent of pending unfairlabor practice cases that, by the end of the fiscal year, will
have been pending before the Board for more than 18 months.

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal
yearis 180 days orless.

Management Strategies:

B Maintain and enhance existing interregional assistance programs to ensure that unfair labor practice
casesinoffices with backlogs are transferred to offices with available staff.

B Usingthe Board’s electronic case management system, continually monitor the status of unfair labor
practice cases pending before the Board to ensure that priority cases are on track toissue by the end
of the fiscal year.
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GOAL 1 (MISSION): ENSURE EFFECTIVE ENFORCEMENT OF THE NATIONAL LABOR RELATIONS ACT
THROUGH TIMELY AND QUALITY CONSIDERATION AND RESOLUTION OF UNFAIR LABOR PRACTICES
WITH APPROPRIATE REMEDIES

Objective 2: Demonstrate high quality performance in the prosecution and adjudication of
meritorious unfair labor practice charges.

Measure 1: Conduct annual quality reviews of all Field offices’ unfair labor practice case files with overall
ratings.

Management Strategies:

B Provideregularandtimely feedback to the Regions of the quality of their unfair labor practice
investigation and prosecution.

B Maintain and enhance alternative decision-making procedures to expedite Board and ALJ decisionsin
unfairlabor practice cases; on the Board side, for example, maximize opportunities to circulate cases
with pre-prepared draft opinionsin order to fast-track the issuance of final decisions.

B Proactively pursue voluntary settlement of unfair labor practice cases, including through the Board's
Alternative Dispute Resolution program that is available to parties following the issuance of a decision
by an administrative law judge.

B Utilize intra-agency working groups and committees to continually evaluate quality of investigations,
litigation, and compliance.

B Evaluate alllosses of adjudicated unfairlabor practices deemed significant to institute modifications
tothe Agency’slitigation program, as appropriate.

Objective 3: Promptly pursue remedies for statutory violations.

Measure 1: Ensure that at least 85 percent of Board Orders are closed or advanced to the next stagein
fewerthan 300 days.

Measure 2: Ensure that at least 85 percent of Federal Circuit Court Orders are closed or advanced to the
next stage in fewer than 300 days.

Management Strategy:

B Share best practicesinunfairlabor practice processing to assist Field offices in resolving unfair labor
practice caseissues promptly and fairly.

Definitions:

Advanced to the Next Stage - The following actions consists of advancements: a) the filing of a petition
for court enforcement orreview, b) referral to contempt, or c) issuance of a Compliance Specification.

Modifications to Case Processing - Through training and performance management, modify practices
orapproaches that are not consistent with the Agency’s quality standards - such modifications will also
include identifying new best practices thatimprove the quality of the Agency’s case processing, and
disseminating these, through updates to case processing guidance and related training.

Significant Losses of Adjudicated Unfair Labor Practices - Significant losses of adjudicated unfair
labor practices are Administrative Law Judge or Board decisions resulting in either dismissal of the
entire complaint, or dismissal of allegations that substantially affect the make-whole remedy, such as
reinstatement or other terms and conditions of employment.
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GOAL 2 (MISSION): PROTECT EMPLOYEE FREE CHOICE WITH TIMELY AND EFFECTIVE MECHANISMS
TO RESOLVE QUESTIONS CONCERNING REPRESENTATION

Objective 1: Achieve timely resolution of all questions concerning representation of employees.

Measure 1: Reach 85 percent pre-election agreement rate inrepresentation elections not involving issues
regarding the way the elections are conducted.

Measure 2: Issue 90 percent of pending representation cases that, by the end of the fiscal year, willhave
been pending before the Board for more than 12 months.

Measure 3: Ensure that the median age of all cases pending before the Board at the end of each fiscal
yearis 180 days orless.

Management Strategies:

B Usingthe Board’s electronic case management system, continually monitor the status of
representation cases pending before the Board to ensure that priority cases are on track to issue by
the end of the fiscal year.

B Maintain and enhance streamlined alternative decision-making procedures, such as circulating cases
to the Board with draft opinions, rather than following the process of soliciting votes on case issues
prior to a draft decision being prepared to expedite Board decisionsin representation cases.

B Maintain and enhance existing interregional assistance programs to ensure that representation cases
in offices with backlogs are transferred to offices with available staff.

B |dentify and utilize procedures to ensure careful and timely processing of Requests for Review, Special
Appeals, and Hearing Officer Reports.

B Stayabreast of other federal and state agencies’ approaches to representation case processing and
share best practicesinrepresentation case processinginternally to assist Field offices inresolving
representation caseissues promptly and fairly.

Objective 2: Increase employees’ opportunities to freely participate in election proceedings by

making appropriate and effective use of technology.

Measure 1: Promote awareness of the option to file election petitions electronically, in English or Spanish,
throughthe Agency’s website.

Management Strategies:

B Enhance the effectiveness of existing technologies, and investigate the potential benefits offered by
new technologies, to maximize employees’ opportunities to participate in election proceedings.

B Increase greateraccess to the Agency’s electronic filing system for non-English filers.
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GOAL 3 (SUPPORT): ACHIEVE ORGANIZATION EXCELLENCE AND SERVE AS A MODEL EMPLOYER

Objective 1: Improve employee morale and labor relations

Measure 1: Maintain target employee engagementindex score of 67 percent on the Federal Employee
Viewpoint Survey (FEVS), and in subsequent years establish new initiatives with the goal of increasing
employee engagement.

Management Strategies:

B Examine the feasibility of creating employee resource groups (ERGs) to promote betteremployee
engagement by following appropriate OPM and EEOC guidance and utilizing best practices of similar
agencies.

B Ensure that managers engage with the Agency’s employees and theirrepresentatives to help
implement and effectuate Agency policies and collective bargaining agreements that balance
performance, productivity, and workplace flexibilities.

Objective 2: Increase opportunities for career enhancement through employee development

Measure 1: Satisfaction percentage rating (65 percent or above) of the “Talent Management Index” using

the annual FEVS results.

Management Strategies:

B Explore the use of employee affinity groups at headquarters andin Field offices forrecruitment,
retention, and developmental activities.

B Maintainacurrent strategic plan thatincludes human capital goals, objectives, and strategies and a
workforce plan thatis consistent with the Human Capital Framework (HCF) of the Office of Personnel
Management (OPM).

B Enhance employee development and learning opportunities through Skillport, West Legal Ed, and
otheron-line and blended media.

B |dentify core competencies formanagers and actions necessary to close skill gaps.

B Promoteindividual development plans (IDPs) foremployees by proactively encouraging participation.

Objective 3: Recruit and retain a talented and diverse workforce

Measure 1: Satisfaction percentage rating (65 percent or above) for the “Job Satisfaction Index” using the

annual FEVSresults.

Management Strategies:

B Clearly and consistently communicate to employees how theirwork supports the Agency’s ability to
achieve its mission.

B Regularly seek opportunities to give employees appropriately challenging work assignments to
develop their skills, grow theirengagement, and enhance their opportunities foradvancement.

B Create and grow participationin formal and informal mentorship programs for new hires and new
supervisors, specifically to include those who identify as amember of an underrepresented group, to
maximize their prospects forlong-term successin the Agency.
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Measure 2: Satisfaction percentage rating (65 percent or above) for the “Support for Diversity Index”
using the annual FEVS results.

Management Strategies:

Involve all Agency employees as participants and responsible agents of diversity, mutual respect, and
inclusion.

Reassess Agency mentoring programs to ensure they are used as tools to maintain a diverse workforce
and consistently provide opportunities to participate in such programs in all organizational units.

Encourage participationin special emphasis observances.

Fully and timely comply with all relevant federal laws, regulations, applicable executive orders,
management directives and policies related to promoting diversity, equity, inclusion, and accessibility
inthe workplace.

Demonstrate leadership accountability, commitment, and involvement regarding diversity, equity,
inclusion, and accessibility.

Provide on-going diversity, equity, inclusion, and accessibility training for senior leadership.
Evaluate all levels of management on their proactivity in maintaining aninclusive work environment.

Continue to attract qualified and diverse applicants from different demographics, including veterans
and persons with disabilities, by following the Office of Personnel Management (OPM) and Equal
Employment Opportunity Commission (EEOC) guidance and utilizing best practices of similar
agencies.
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GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES EFFICIENTLY AND IN A MANNER THAT INSTILLS
PUBLIC TRUST

Objective 1: Make effective use of Agency’s resources by proactively planning how best to deploy
those resources, and continually monitor and reevaluate the execution of such plans to ensure

we have strong processes and internal controls in place to identify and prevent any misuse or
inefficiencies in the allocation of Agency resources.

Measure 1: Achieving a clean audit opinion by ensuring that OCFO’s operations are guided by appropriate
processes and internal controls.

Management Strategies:

B Effective management of fiscalresources by administering the NLRB’s budget through the
development andimplementation of an annual Operating Plan that aligns the budget resources to the
Agency’s priorities and the Strategic Plan.

B Meeting contracting goals through strengthened acquisition planning and creating innovative business
strategies that achieve cost-effective contracting solutions.

Measure 2: Continue to support telework by employees and contractors, as well as virtual access to
Agency processes by members of the public, to create opportunities to reduce costs associated with
maintaining the Agency’s footprintinits Headquarters and Field offices, in accordance with General
Service Administration (GSA) directives.

Management Strategies:

B Increaseinformation sharing within the Agency through mechanisms that are easy foremployees to
contribute to and access.

B Employ ongoing, transparent project oversight from the Administrative Systems Integrated Project
Team comprised of users/customers and developers.

B Modernize the Agency’s systems using technological advances, automation tools, and artificial
and businessintelligence protocols to continuously improve the productivity of the Agency while
maintaining aspects of the current systems based on organizational priorities.

B Achieve more effective and efficient program operations in the NLRB administrative functions by
automating and improving processes and information sharing within the Agency.

Objective 2: Conduct allinternal and external Agency business in an ethical and timely manner.

Measure 1: Make progress towards an employee satisfaction percentage rating (65 percent or above) for
the Agency’s ethical culture using the annual FEVS results.

Measure 2: Continue torespond to FOIAinquiriesin a timely manner.
Management Strategies:

B Fully andtimely comply with all relevant federal laws, regulations, applicable executive orders,
management directives and policies related to ethics in the workplace.

B Use technology to maintain an ethics education program that reaches all NLRB employees at all levels.

B Ensure substantial compliance with employee ethics training and financial disclosure requirements.
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GOAL 4 (SUPPORT): MANAGE AGENCY RESOURCES EFFICIENTLY AND IN A MANNER THAT INSTILLS
PUBLIC TRUST

Objective 3: Develop a culture of Enterprise Risk Management (ERM) and Internal Controls to support
the Agency’s decision-making process.

Measure 1: Reach an ERM maturity level-3 by FY 2026.

Management Strategies:
B Establishand develop an ERM program to include policies and procedures that will strengthen
leadership decision making.

B Integrate Internal Control activities into Agency operations.

Definition:

Substantial Compliance - Compliance with the substantial or essential regulatory requirements that
satisfies their purpose or objective even though there may be individual deficiencies beyond the
organization’s control.
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GOAL 5 (MISSION): IMPROVE PUBLIC AWARENESS OF AGENCY MISSION AND ACTIVITIES

Objective 1: Improve agency outreach and public engagement, especially among members of
underserved communities.

Measure 1: Increase the number of users who access the NLRB’s English and non-English language digital
resources, including our public website and social media platforms.

Measure 2: Increase the number of participants, including foreign language speakers, inthe NLRB's
outreach to students.

Management Strategies:

B ExpandAgency outreach programs to betterreach underserved communities.

B Begin gathering and analyzing meaningful demographic data about individuals and organizations—on a
voluntary and anonymous basis—that use or are considering using Agency services.

B Expanddigitalresources fornon-English speakers.

B Augmentthe Agency’s outreach effort by creating a dedicated Outreach Committee chaired by
a senior official from the Division of Operations-Management with partners from Field offices, the
Office of Congressional and Public Affairs, and other Headquarters Mission Support Divisions, with
responsibility to develop and implement national and field outreach initiatives that expand access to
underserved and underrepresented communities.

B Continue the NLRB Equity Assessment Team'’s exploration of additional ways to achieve the key goal of
Executive Order 13985 to advance equity for all in understanding and accessing the Agency’s services.

B Employincreased non-traditional outreach to the following underserved populations:
» Historically Marginalized Populations
» Immigrant Populations
» Youth Population

B Improve accessibility and functionality of Agency website and social media. Institute an automated
satisfaction survey for website users and evaluate responses for further action.

B Engage with organizations to better educate workers and employers, through activities, such as:

» Letters of Agreement (LOA) with embassies

» Joint outreach with sisteragencies

» Memorandums of Understanding (MOU) with other agencies related to coextensive investigations
B Focuson Protected Concerted Activity, Collective Bargaining, and Union Activity:

» Expand public usage of the NLRB'’s social media network, including the NLRB’s Smartphone app and
othertechnology

» Provide additional information on the NLRB'’s public website

» Continually evaluate opportunities for the Agency to make greater use of existing and new social
media platforms

» Develop moreinternalinformational materials housed in a centralized location for use by board
agents atrecruitment and outreach events
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