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8 See General Motors, at p. 1 and ftnt 4 applying the Wright Line standard (251 NLRB 1083 (1980), enfd. 662 F.2d 

899 (1st Cir. 1981), cert. denied 455 U.S. 989 (1982). 
9 The Chamber expressly notes that it disagrees with the NLRB’s current approach to the construction of workplace 

rules’ impact on an employee’s Section 7 rights, including specifically its failure to give deference to lawful and 

neutral respectful workplace policies that ban derogatory and offensive conduct based on an employee’s protected 

status under federal EEO laws. Similarly the Chamber disagrees with the Board’s reversal of the 2020 decision in 

General Motors in lieu of the standards resurrected by this Board in Stericycle that elevate Section 7 rights over the 

rights of all employees to be free from a work environment devoid of illegal harassment under federal law based on 

a protected category. 
10 In 2016, EEOC’s Select Taskforce Report recognized the need for the EEOC and NLRB to confer and consult to 

jointly clarify and harmonize the interplay of the NLRA and the federal EEO statutes. See Select Taskforce Report, 

Part 3, Section “Reporting Systems for Harassment; Investigation; and Corrective Action.” 
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https://www.eeoc.gov/laws/guidance/promising-practices-preventing-harassment#
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https://www.eeoc.gov/sites/default/files/2020-05/general_motors.html
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