UNITED STATES GOVERNMENT
BEFORE THE NATIONAL LABOR RELATIONS BOARD
REGION 10
CREW ONE PRODUCTIONS, INC.'
Employer
Case 10-RC-124620

and
INTERNATIONAL ALLIANCE OF
THEATRICAL STAGE EMPLOYEES
Petitioner

DECISION AND DIRECTION OF ELECTION
Pursuant to a petition duly filed under Section 9(c) of the National Labor Relations Act,
as amended, herein referred to as the Act, a hearing was held before a hearing officer of the
National Labor Relations Board, herein referred to as the Board, during which the parties were
given the opportunity to present evidence on the issues raised by the petition and to examine and
cross examine witnesses. Both parties filed post hearing briefs which have been duly considered.
In this matter, the Petitioner seeks to represent a unit of all stagehands, including riggers,
lighting technicians, audio technicians, stage carpenters, truck loaders, property persons,
wardrobe attendants, forklift operators, personnel lift operators, audiovisual technicians, camera
operators, spotlight operators and others in similar positions engaged in the loading in, operation,
and loading out of equipment used in connection with all live concerts and other events in the
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The Employer's name appears as corrected at the hearing.

Atlanta metropolitan area, but excluding all office clerical employees, professional employees,
guards and supervisors as defined in the Act.2

POSITIONS OF THE PARTIES
During the hearing and in their briefs, the parties disagree on the following issues: (1)
whether the petitioned-for unit is comprised of employees within the meaning of Section 2(3) of
the Act or independent contractors; (2) whether the Petitioner is a business competitor of the
Employer, thereby precluding the Petitioner from representing the unit due to a conflict of
interest; and (3) the appropriate voter eligibility formula.
In sum, the Employer contends that it only refers independent contractors; that should a
finding be made that the referred staffers are employees rather than independent contractors the
Petitioner should be disqualified from representing them because it is a business competitor of
the Employer; and that the eligibility formula set forth in Juilliard School, 208 NLRB 153
(1974), should be utilized if an election is directed.3
The Petitioner contends the individuals referred by the Employer are employees, rather
than independent contractors; that it is not a competitor of the Employer and therefore suffers no
disabling event which would preclude it from representing the unit employees; and that the
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The parties stipulated that the classifications described constitute the appropriate unit should
the Regional Director conclude that the unit sought is comprised of employees rather than
independent contractors.
Under that standard, an employee is deemed eligible to vote if the employee has worked at
least two events for a total of five working days over a one-year period or who have been
employed by the Employer for at least 15 days over a two-year period.
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appropriate method of determining eligibility of the employees should be at least two events for
a minimum of 120 hours in the year preceding the Decision and Direction of Election.4

REGIONAL DIRECTOR'S FINDINGS
Having duly considered the evidence and arguments of the parties, I have concluded the
petitioned-for unit is comprised of employees rather than independent contractors and that the
Petitioner does not have a disabling conflict which would preclude it from representing the
Employer's employees. Accordingly, I will direct an election as set forth below.

1. INDEPENDENT CONTRACTOR ISSUE
The Employer is a Georgia corporation with offices located in Tennessee and Georgia,
including an office and place of business located at 763 Trabert Avenue NW, Suite E, Atlanta,
Georgia 30318, where it is engaged in providing technical labor staffing, including stagehands
for various theatrical and industrial venues.5

The Employer has been in business since

1992. About 80 percent of the events for which the Employer provides staffing are concerts,
plays, and sporting events. The length of the events varies, with most typically lasting one to
two days, albeit about 20 events staffed this past year lasted five days or longer. The events
staffed by the Employer take place at dozens of venues throughout the Atlanta metropolitan area.
In the past year about 85 percent of these events were held at Georgia World Congress Center,
Phillips Arena, Georgia Dome, Cobb Galleria, Cobb Energy Performing Arts Center, Verizon
Wireless Amphitheatre at Encore Park, Aaron's Amphitheatre at Lakewood, and Gwinnett
Arena. The Employer also has contracts, some multi-year, with certain producers and venues to
provide labor for their events, including Verizon Wireless Amphitheatre and Aaron's
During the hearing, the Petitioner asserted that the voter eligibility formula should be based on
six events and 120 hours. That position was modified in the Petitioner's brief as set forth herein.
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In this matter, the Petitioner seeks to represent only those employees referred by the Employer
in the Atlanta metropolitan area.
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Amphitheatre. The Employer estimates that it provided labor for about 30 events at Aaron's
Amphitheatre, about 30 at Verizon Wireless Amphitheatre, about 50 at Phillips Arena, about 35
at Gwinnett Arena and about 10 at Cobb Energy Performing Arts Center in the last year. Work
is available all year round but tends to be greater during the summer months when more venues
are operating. About 464 workers were paid at least one dollar by the Employer in 2013.
The Employer maintains a database questionnaire that must be completed by applicants
interested in securing work with the Employer. These questionnaires are typically completed
online and request information regarding skills, certifications, references, education, age, and
availability for work. The applicant is then contacted by the Employer and asked to attend an
orientation session for general stage hand labor at the Employer's Atlanta office. During the
orientation, the applicants receive a packet, which includes documents such as an IRS Form W9, directions to various venues, an independent contractor agreement, an additional database
questionnaire and a list of Employer policies. These policies provide instructions to the
applicants regarding dress codes for events, what to bring to an event, the procedures for
accepting and declining work, and protocols for interacting with less-than-pleasant tour
personnel. Applicants must complete the Form W-9, the additional database form, and the
independent contractor form before they are assigned to an event.
Generally, a potential client contacts the Employer to provide labor for its event. The
client notifies the Employer of the number and classification of workers it requires and requests
an estimate of costs. The Employer then provides the potential client with an estimate. Once a
contract is agreed upon, the Employer selects workers from its database and contacts them,
normally via email, to determine whether they wish to work that event. The contacted
individuals are free to accept or reject any offer of work.
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Those individuals who choose to work an event report to the Employer's project
coordinator at the venue at a designated time to check in upon arrival and later to check out when
they are notified that their work in completed. 6 The client determines when work is to begin but
the Employer requires the workers to report up to 30 minutes before the time designated by the
client. The workers also report to the project coordinator if it becomes necessary to leave the job
prior to completing their work. The project coordinator normally "departmentalizes" the
workers, meaning he assigns them to various work classifications such as lighting, sound,
rigging, etc., based on that worker's skill set and experience as set forth in his database
questionnaire. They are then assigned by the project coordinator to work under the direction of
personnel employed by the client.
All of the workers provide their own basic supplies such as hard hats, steel-toe boots and
wrenches, while the riggers also provide their own ropes, harnesses and fall-arresting lanyards.
The Employer provides reflective vests with the company name printed on them, which the
workers are required to wear while at the venue.
The workers are paid for each job on an hourly basis but are normally guaranteed at least
four hours' pay. Overtime rates, and when those rates apply, are negotiated by the client and the
Employer.

ANALYSIS AND FINDINGS
Section 2(3) of the Act provides that the term "employee" shall not include "any
individual having the status of an independent contractor." The burden of proving independent
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The parties stipulated that project coordinators are excluded from the unit.
Page 5

contractor status is on the party asserting it. Argix Direct, Inc., 343 NLRB 1017, 1020 (2004);
see generally, NLRB v. Kentucky River Community Care, Inc., 532 U.S. 706, 710-712 (2001).
Longstanding Supreme Court and Board precedent have established that common-law
agency principles apply in distinguishing between employees and independent contractors under
the Act.

NLRB v. United Insurance Co. of America, 390 U.S. 254, 256 (1968); Roadway

Package System, Inc., 326 NLRB 842 (1998). These principles include: (1) the extent of control
that the employing entity exercises over the details of the work; (2) whether the individual is
engaged in a distinct occupation or work; (3) the kind of occupation, including whether, in the
locality in question, the work is usually done under the employer's direction or by a specialist
without supervision; (4) the skill required in the particular occupation; (5) whether the employer
or the individual supplies the instrumentalities, tools, and the place of work for the person doing
the work; (6) the length of time for which the individual is employed; (7) the method of payment,
whether by time or by the job; (8) whether the work in question is part of the employer's regular
business; (9) whether the parties believe they are creating an employment relationship; and (10)
whether the principal is in the business. BKN, Inc., 333 NLRB 143, 144 (2001). The Board does
not consider this list exclusive or exhaustive, however, and will look at all incidents of the
employment relationship. Arizona Republic, 349 NLRB 1040, 1042 (2007).
The Board has observed that no one factor is decisive, and the same set of factors that is
decisive in one case may be unpersuasive when balanced against a different set of opposing
factors. And though the same factor may be present in different cases, it may not be entitled to
equal weight in each because the factual background leads to an analysis that makes that factor
more meaningful in one case than in the other. Roadway Package System, Inc., supra at 850.
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In this case, there is some evidence supportive of independent contractor status. The
workers are free to accept or reject offered work without retaliation and are free to accept work
from other labor providers. They provide their own basic supplies on the jobs. Taxes are not
withheld from their paychecks, and they receive no benefits. Although the Employer provides
workers compensation insurance, it is provided at the behest of clients and the associated costs
are charged to the client. The Employer mandates that the workers also sign a form designating
themselves as independent contractors.
On the other hand, it is clear that the workers perform essential functions of the
Employer's operations, inasmuch as the Employer is engaged in the business of providing labor.
The workers are normally paid on an hourly basis. Although the Employer asserts that the
workers can negotiate their wage rate, there is insufficient evidence in the record to support that
assertion. Instead, the record evidence established that the wage rates are unilaterally set by the
Employer in advance and those rates are relied upon by the Employer to determine its estimate of
labor costs submitted to the client. Although there are a few instances where riggers and camera
operators may be paid a daily rate, the record reflects that the daily rate is set by the Employer as
well, and, as with workers paid on an hourly basis, there is insufficient evidence of meaningful
negotiations between the employer and the workers regarding the daily rates.
While workers are free to accept or reject work, this fact alone does not establish
independent contractor status. Lancaster Symphony Orchestra, 357 NLRB No. 152 (2011).
Unlike a true independent contractor relationship, once a worker accepts an offer from the
Employer, the worker has little, if any, control over when his work hours begins or ends. As
stated previously, the workers are hourly paid. The work hours are monitored and maintained by
the Employer. Therefore, in addition to being required to check in with the Employer at a time
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designated by the Employer, a worker who leaves the job prior to completing his assignment
must also notify the Employer.
The Employer contends that the workers and the Employer intend for their relationship to
be that of an independent contractor rather than employer/employee. Although the applicants
sign independent contractor agreements and taxes are not withheld from their pay, the record
reflects that no meaningful number of individuals voluntarily signed the independent contractor
agreement. Rather, it appears that they execute the agreement because it is required in order to
work for the Employer. Moreover, the Board does not regard as determinative the fact that a
written agreement may define a relationship as that of an independent contractor, Big East
Conference, 282 NLRB 335 (1986); or that an employer fails to withhold standard payroll
deductions, Miller Road Dairy, 135 NLRB 217, 220 (1962). In addition, although the workers
supply their own basic tools, the record reflects that this is common among stagehands and
riggers in the industry.
In short, although the record reflects the presence of some factors demonstrating
independent contractor status, those factors are insufficient to meet the Employer's burden of
establishing such status where, as here, there are other more compelling factors supporting a
finding that the workers are employees. BKN, Inc., supra; Roadway Package Systems, Inc.,
supra. Accordingly, I find that the individuals in the appropriate unit are employees within the
meaning of Section 2(3) of the Act.

2. BUSINESS COMPETITOR ISSUE
During the hearing, evidence was presented that IATSE Local 927, a local of the
Petitioner, operates a hiring hall which provides labor in the entertainment industry with
employers with which it has collective bargaining agreements. Local 927 is signatory to standard
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collective bargaining agreements with the Atlanta Ballet, the Atlanta Opera and the Fox Theater.
When those employers need employees, they contact Local 927 for referrals. Similarly,
employers who are not signatory to an existing agreement that wish to utilize the services of the
hiring hall contact Local 927 and enter into a collective bargaining agreement before workers are
referred. Agreements lasting less than a year are called "one off contracts." Local 927 does not
actively solicit employers to refer employees.
There is no evidence that any of contracts referred to above require employers to pay
Local 927 a fee for services rendered. Persons referred are treated as employees of the employer
to which they are referred, not of Local 927. Local 927 generates funds to operate its hiring hall
by assessing an annual referral fee on non-members and a work fee assessed per event to all
individuals, based on the gross wages earned from each job acquired as a result of a referral
through the hiring hall.

There is no evidence that Local 927 realizes a financial profit from

operating its hiring hall.
The Employer and the Petitioner agree that there is some overlap between individuals in
the Employer's database and those on the Local 927 hiring hall referral lists. In fact, the
Employer encourages its employees to seek work through other labor providers as well as
through the Employer.
No evidence was presented as to the business relationship between the Petitioner and
Local 927 or whether the Petitioner has any involvement in the operation of the hiring hall by
Local 927.
ANALYSIS
In order to establish that a union has a conflict of interest sufficient to bar it from
representing an employer's employees, the employer must demonstrate a clear and present
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danger that the conflict will render the union unable to rigorously represent the employees in the
bargaining process. The burden on the party asserting the conflict is a heavy one. Supershuttle

International Denver, Inc., 357 NLRB No. 19 (2011).
Initially, I note that it is Local 927, not the Petitioner, that operates a hiring hall. More
than a mere affiliation between the Petitioner and Local 927 is necessary to place responsibility
of the actions of Local 927 onto the Petitioner. As the Employer has failed to establish that the
Petitioner is involved in the operation of the hiring hall or that it controls the operations of Local
927, I find that the Employer has failed to establish the Petitioner, rather than Local 927, may
have a potentially disqualifying conflict.
Moreover, assuming for the sake of argument only that Local 927 and the Petitioner are
involved in the operation of the hiring hall, I do not find its operation to be a disqualifying event.
The Employer's reliance on the cases showing conflict of interest is misplaced as these cases are
distinguishable. In Bausch and Lomb Optical Co., 108 NLRB 1555 (1954), the union
established and operated a company which directly competed with the Employer. In Bausch and

Lomb, the Board was concerned that the union would seek to protect and enhance its business
interests rather than the interests of the unit employees. In the instant case, however, Local 927
does not operate a business in competition with the employer. Instead, the hiring hall only takes
in referral fees on a per capita basis and therefore would only receive money when workers are
assigned work by the Employer. It therefore is illogical to believe that the Petitioner would
advance positions which negatively impact unit employees being assigned work by the
Employer.

St. John's Hospital, 264 NLRB 990 (1992) and Visiting Nurses Assn., 188 NLRB 155
(1971), both involve nurse registries operated by unions that were licensed business entities
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rather than hiring halls. In St. John's Hospital, the registry referred nurses to the employer's
hospital and received referrals of patients from the employer. The union exercised complete
control over the registry and the employer paid the union for use of the registry's services. The
Board found the fact that the employer was a customer of the union created a conflict of interest
for the union. The Board also noted in that case that if the union referred nurses only to
prospective employers who were signatory to collective bargaining agreements with the union,
then the registry may qualify as a hiring hall and would therefore not pose a conflict as found in
that case. Here, there is no business relationship between Local 927 and the Employer such as
that demonstrated by the facts in St. John's Hospital. Further, the Local 927 hiring hall refers
individuals only after there is a signed collective bargaining agreement with that production or
venue.
Based on the above, the Employer has failed to establish that there is a conflict of interest
sufficient to preclude the Petitioner from representing the Employer's employees.

3. APPROPRIATE ELIGIBILITY FORMULA
The Employer and the Petitioner disagree regarding the appropriate voter eligibility
formula in this case. The Employer asserts that voting eligibility should be afforded to all
employees who have been employed by the Employer during two productions for a total of five
working days over a one-year period, or for at least 15 days over a two-year period. Juilliard
School, 208 NLRB 153 (1974). The Petitioner contends that the proper voter eligibility formula
should be applied to all employees who were employed by the Employer during at least two
events for a minimum of 120 working hours in the year preceding the date of this Decision
similar to the eligibility formula set forth by this Region in its Decision and Direction of Election
in Clear Channel d/b/a Oak Mountain Amphitheatre, Case 10-RC -15344.
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The record reveals that in 2013, the Employer provided labor for about 185 events at
larger venues. This number accounted for about 85 percent of the total number of events the
Employer worked. Therefore, the Employer provided labor for about 220 events in 2013. There
were 544 individuals who worked at least one day for the Employer between March 17, 2013,
and March 17, 2014, of whom about 376 worked at least five days for the Employer during that
time period. Most events in the past year were one to two days in length, while only about 20
events were five days or longer during that time period. During the days of their assignments,
about two-thirds of the riggers complete their tasks within four hours at a typical event, whereas
most stagehands work over 4 hours, at least on the larger events.
ANALYSIS
In devising eligibility formulas to fit the unique conditions of a specific industry, the
Board seeks "to permit optimum employee enfranchisement and free choice, without
enfranchising individuals with no real continuing interest in the terms and conditions of
employment offered by the employer." Trump Taj Mahal Casino Resort, 306 NLRB 294, 296
(1992). In the different areas of the entertainment industry, the Board has been flexible in
devising eligibility formulas, in recognition of the fact that employees are frequently hired on a
day-by-day or production-by-production basis. DIC Entertainment, L.P., 328 NLRB 660 (1999).
In doing so, the Board stated that it is its responsibility to devise an eligibility formula that is
"compatible with our obligation to tailor our general eligibility formulas to the particular facts of
the case."

American Zoetrope, supra. Thus, in Medion, Inc., 200 NLRB 1013 (1972),

employees who were employed on at least two productions for a minimum of 5 working days in
the year preceding the issuance of the Decision were deemed eligible to vote. In American
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Zoetrope, the Board eliminated the 5-day requirement on a showing that, unlike in Medion, most
unit jobs lasted only 1 or 2 days.
In Clear Channel d/b/a Oak Mountain Amphitheater, cited by the Employer, the Board
granted review of a regional director's Decision in which he applied a variant of the Medion
formula to a unit of stage hands and related employees similar to the unit at issue here. The
Board invited briefs addressing whether the Board should reconsider the entertainment eligibility
formulas set forth in Medion, American Zoetrope, and related cases. The Board determined it
was "unnecessary to reevaluate the eligibility formulas in this industry" and decided the case
based on existing precedent. Oak Mountain, supra, slip op. at 4. The Board found that the
employer's shows lasted only one to three days, with the majority lasting only one day. The
Board determined that an employee successfully completing two projects for the employer was a
more significant indication of future employment than the total number of hours worked. Thus,
the Board eliminated the hours of work requirement found by the regional director and held that
the American Zoetrope standard of two shows in the year prior to the issuance of the Decision
and Direction of Election applied.
In light of the above, I find that a unit eligibility formula based on the number of days
assigned to those on the referral list rather than hours of work is the most significant indication
of future employment with the Employer. However, given the large number of work
opportunities available to employees in the instant matter, I believe that to eliminate casual
employees from those truly interested in continued employment with the Employer, the
eligibility formula should be modified slightly to include at least two events or five work days,
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regardless of length of those days, during the year preceding issuance of this Decision and
Direction of Election. This formula would enfranchise approximately 376 employees.7

CONCLUSIONS AND FINDINGS
Based upon the entire record in this matter and in accordance with the discussion above, I
conclude and find as follows:
1.

The hearing officer's rulings made at the hearing are free from prejudicial error

and are hereby affirmed.
2.

As stipulated by the parties, the Employer is engaged in commerce within the

meaning of the Act. Accordingly, it will effectuate the purposes of the Act to assert jurisdiction
in this case.
3.

The Petitioner is a labor organization within the meaning of Section 2(5) of the

Act and claims to represent certain employees of the Employer.
4.

A question affecting commerce exists concerning the representation of certain

employees of the Employer within the meaning of Section 9(c)(1) and Section 2(6) and (7) of the
Act.
5.

The following employees of the Employer constitute a unit appropriate for the

purpose of collective bargaining within the meaning of Section 9(b) of the Act:

"All stagehands, including riggers, lighting technicians, audio technicians, stage
carpenters, truck loaders, property persons, wardrobe attendants, forklift operators,
personnel lift operators, audiovisual technicians, camera operators, spotlight operators
and others in similar positions engaged in the loading in, operation, and loading out of
equipment used in connection with all live concerts and other events, who are referred for
work by the Employer in the Atlanta metropolitan area, excluding all office clerical
employees, professional employees, guards and supervisors as defined in the Act."

The 120 hour requirement as proposed by the Petitioner would reduce the unit size to
approximately 221 employees.
7
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DIRECTION OF ELECTION

Inasmuch as the employees are scattered throughout the Atlanta metropolitan area and do
not regularly report to a location of work under the control of the Employer, a manual election is
not feasible in this matter. Accordingly, the National Labor Relations Board will conduct a
secret-ballot election by mail among the employees in the unit found appropriate above. Those
eligible shall vote whether or not they desire to be represented for collective bargaining purposes
by the International Alliance of Theatrical Stage Employees. The date, time, and place of the
mail ballot election will be specified in the Notice of Election that will issue subsequent to this
Decision.
A. Voting Eligibility
Eligible to vote are those in the all unit employees who were employed by the Employer
on at least two events or five work days, regardless of length of those days, during the year
preceding issuance of this Decision and Direction of Election and who were not terminated for
cause or quit voluntarily prior to the completion of the last job for which they were employed.
Also eligible are employees engaged in an economic strike which commenced less than 12
months before the election date and who retained the status as such during the eligibility period
and their replacements. Ineligible to vote are employees engaged in a strike who have been
discharged for cause since the commencement thereof and who have not been rehired or
reinstated before the election date, and employees engaged in an economic strike which
commenced more than 12 months before the election date and .who have been permanently
replaced.
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B. Employer to Submit List of Eligible Voters
To ensure that all eligible voters may have the opportunity to be informed of the issues in
the exercise of their statutory right to vote, all parties to the election should have access to a list
of voters and their addresses, which may be used to communicate with them. Excelsior

Underwear Inc., 156 NLRB 1236 (1966); NLRB v. Wyman-Gordon Company, 394 U.S. 759
(1969). Accordingly it is hereby directed that within seven (7) days of the date of this Decision,
the Employer must submit to the Regional Office an election eligibility list containing the full
names and addresses of all the eligible voters. North Macon Health Care Facility, 315 NLRB
359, 361 (1994). This list must be of sufficiently large type to be clearly legible. To speed both
preliminary checking and the voting process, the names on the list should be alphabetized. This
list may initially be used by me to assist in determining an adequate showing of interest. I shall,
in turn, make the list available to all parties to the election, only after I shall have determined that
an adequate showing of interest among the employees in the unit found appropriate has been
established.
To be timely filed, the list must be received in the National Labor Relations Board
Atlanta Regional Office, 233 Peachtree Street, NE, Harris Tower, Suite 1000, Atlanta, Georgia
30303-1531, on or before April 30, 2014. No extension of time to file this list will be granted
except in extraordinary circumstances, nor will the filing of a request for review affect the
requirement to file this list. Failure to comply with this requirement will be grounds for setting
aside the election whenever proper objections are filed. The list may be submitted to the
Regional Office by electronic filing through the Agency website, www.nlrb.gov, by mail, by
hand or courier delivery, or by facsimile transmission at (404) 331-2858. The burden of
establishing the timely filing and receipt of the list will continue to be placed on the sending

Page 16

list electronically, go to the Agency's website at www.nlrb.gov, select File Case Documents,
enter the NLRB Case Number, and follow the detailed instructions. The burden of establishing
the timely filing and receipt of the list will continue to be placed on the sending party.
C. Notice Posting Obligations
According to Section 103.20 of the Board's Rules and Regulations, the Employer must
post the Notices to Election provided by the Board in areas conspicuous to potential voters for at
least 3 full working days prior to 12:01 am of the day of the election. In elections involving mail
ballots, the election shall be deemed to have commenced the day the ballots are deposited by the
Regional Office in the mail. In all cases, the notices shall remain posted until the end of the
election. The term "working day" shall mean the entire 24-hour period excluding Saturday,
Sundays and holidays. Failure to follow the posting requirement may result in additional
litigation if proper objections to the election are filed. Section 103.20(c) requires an employer to
notify the Board at least 5 full working days prior to 12:01 a.m. of the day of the election if it has
not received copies of the election notice. Club Demonstration Services, 317 NLRB 349 (1995).
Failure to do so estops employers from filing objections based on non-posting of the election
notice.

RIGHT TO REQUEST REVIEW
Under the provisions of Section 102.67 of the Board's Rules and Regulations, a request for
review of this Decision may be filed with the National Labor Relations Board, addressed to the
Executive Secretary, 1099 14th Street, NW, Washington, DC 20570-0001. This request must be
received by the Board in Washington by 5:00 P.M., (EDT) on May 7, 2014. The request may be
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filed electronically through E-Gov on the Board's web site, www.nlrb.gov,8 but may not be filed
by facsimile.
DATED this 23rd day of April 2014, at Atlanta, Georgia.

Claude T. Harrell Jr., Regional Director
Region 10
National Labor Relations Board
233 Peachtree Street, NE
Harris Tower, Suite 1000
Atlanta, Georgia 30313-1531

8

To file the request for review electronically, go to www.nlrb.gov and select the E-Gov tab.
Then click on the E-Filing link on the menu and follow the detailed instructions. Guidance for
E-filing is contained in the attachment supplied with the Regional Office's initial correspondence
on this matter and is also located under "E-Gov" on the Board's website, www.nlrb.gov.
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