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PREFACE

Most employers want to be free from union interference 
in running their businesses. When a union comes 
around looking to get in the door, it’s an opportunity 
to significantly improve your organization. The result 
depends upon what action you take. A frequent response 
is knee-jerk—interrogate employees, terminate the 
“troublemakers,” try to stamp out the fire as quickly 
as possible. Experience shows that approach does not 
work—in fact, it usually backfires. 

More often than not, mistakes are made in the first days 
following discovery of  union activity that put employers 
on the defensive, jeopardize a campaign and cause 
expensive legal problems later, including the possibility 
of  the employer being saddled with a union that its 
employees don’t really want.

It is extremely important that legal counsel be brought 
in at the very first indication of  any union or employee 
organizing activity. The situation must be analyzed 
correctly at the outset so that the employer and counsel 
can work together to formulate an informed, effective 
and, most important, winning game plan.

We hope this guide will give you insight into the union 
election process that will better prepare you and your 
managers to meet the challenges of  union organizing.



Winning Union Elections

1

THE UNION ELECTION PROCESS

Employees choose whether or not they will be 
represented by a union according to rules established 
under the National Labor Relations Act (NLRA). This 
process may be informal; an employer may simply 
acknowledge that a majority of  its employees want 
a union as their representative. However, employers 
usually fight union organization and insist on a secret 
ballot election conducted by the National Labor 
Relations Board (“Board”).1

Established unions are not the only “unions” that 
can be chosen by employees. Employees may form 
an independent organization and designate one of  
their own as their bargaining representative. This type 
of  activity is given the same protection by the NLRA 
as activity involving an established union. Moreover, 
employees who have the right to organize are not 
limited to traditionally blue-collar job groups. In 
recent years we have seen unions increase their efforts 
to organize traditionally non-union white-collar job 
groups, including professionals. For example, when the 
Teamsters try to organize clerical workers, it looks and 
is non-traditional, but it’s still a real threat.

Initial Union Activity

An employer never sees the first union organizing 
activity. That takes place in bars, restaurants and 
people’s homes and on the telephone—secretly. Unions 
want their seeds well planted before coming out into 
the daylight. The first “public” signs are usually leaflets 
and cautious employee conversation. When any activity 
is spotted, it’s time to get labor counsel guidance 
immediately to analyze, plan and then carry out a 
winning game plan. 

Unions want their seeds 
well planted before coming 
out into the daylight.

1 Certain employers, such as airlines, agricultural ventures and school districts, 
may not be covered by the National Labor Relations Act, and these employers 
may be subject to other federal or state labor laws. This guide will address only 
representation proceedings conducted under the jurisdiction of  the National 
Labor Relations Board.
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The Election Process

The first formal step a union takes to gain representation 
rights is to sign up interested employees. The most 
common method is getting employees to sign petitions 
or authorization cards or “union cards.” The cards 
typically look like this:

The rules of  the Board provide that a union must 
demonstrate that at least 30% of  the affected employees 
want the union to be their bargaining agent before an 
election can be held. The union will always try to get 
as many authorization signatures as possible before 
management discovers that union organizing is taking 
place, and usually will not go to the Board unless 50-70% 
have signed. 

Employees often sign petitions or cards because 
“everyone else is doing it” or to avoid being badgered 
by a union organizer or a fellow employee. Employees 
who sign often do not understand the significance of  

The union will always try to 
get as many authorization 
signatures as possible 
before management 
discovers that organizing is 
taking place.
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signing or may not have decided that a union is really 
in their best interests. Most important, employees 
should be told that a signature on a petition or card is 
not a promise to vote for the union, and the employee 
is not bound to vote for the union. Employees who have 
signed cards can and must be persuaded to vote against 
the union. Employee education on this score at the 
very onset of  a campaign is important and has lasting 
consequences.

A union often claims that it represents a majority of  
employees and offers to show the signed petitions or 
cards to the employer or meet with the employer before 
filing a petition for an election with the Board. The 
union usually demands that the employer recognize 
the union as the exclusive bargaining agent, thus trying 
to avoid the secret-ballot election. This demand may 
be in writing, in person or by telephone. You should 
not meet with any union representative or “employee 
representative.” You are not obligated to meet, and you 
are not required to believe the union’s claim. You do not 
have to and should not poll your employees to confirm 
your belief  that your employees do not want the union.

Normally, there is good reason to doubt the union’s 
claims. If  the demand is in writing, a written response 
should be prepared. A demand by a union representative 
in person or by telephone should be refused.
If  a union representative offers to meet with you to 
prove that the union does indeed have a majority of  
the employees signed up and to show you the signed 
petitions or cards as so-called “proof”—don’t do it! If  
the union suggests having an independent third party 
examine them—don’t do it!

“Card-check” strategy is 
being hailed by unions 
as a key weapon in their 
strategies...

� Don’t agree to meet 
with any union 
representative.

� Don’t look at any 
petitions or cards.

� Don’t agree to have any 
third party examine 
petitions or cards.
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You should not agree to meet with any union 
representative. You should not look at any petitions 
or cards. You should not agree to have any third party 
examine them. Otherwise, you may be waiving your 
rights and your employees’ rights to a secret-ballot 
election conducted by the Board and may be forced to 
recognize the union and enter into collective bargaining. 
Don’t let that happen!

Sometimes a union tries to force a meeting. A union 
representative might barge into the office or demand 
a meeting in front of  employees in an attempt to make 
you embarrassed to refuse. Just say no! Don’t engage 
in debate or argument. State emphatically and in a 
firm, businesslike manner that you do not believe that a 
majority of  the employees want to be represented by a 
union, that the employees are guaranteed a secret-ballot 
election by law, and that you believe that the employees 
should be allowed to exercise their guaranteed right to 
vote. 

Curiosity about the actual number of  signatures a union 
has is unavoidable and tempting. Human nature makes 
us want to find out the real strength of  the union’s 
position by questioning employees or talking to the 
employee organizer. The fantasy is that by pointing out 
that the union support falls short of  what is required 
by the rules, the union will think that a majority of  
employees are not really interested and will go away. 
Another fantasy is that the active employees will become 
discouraged from their organizing efforts. That is just 
wishful thinking, and acting on such fantasy should 
be avoided. Any indication to the union that it has 
miscalculated its position and therefore does not have 
enough signatures will only show the union what it needs 
to do. Further, such questioning and conversations can 
backfire on the company and cause big legal problems 
later. 

4

Any indication to the union 
that it has miscalculated its 
position and therefore does 
not have enough signatures 
will only show the union 
what it needs to do.
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The Recognition Petition

Formal election proceedings before the Board begin 
with a union filing a petition for recognition, based on 
a showing of  “interest,” with the Board. This petition 
contains an identification of  the job groups the union 
considers to be an appropriate “bargaining unit” and 
the number of  employees in those groups. Appendix 
1 is a copy of  the petition form supplied by the Board. 
The petition must be accompanied by petitions or 
cards signed by at least 30% of  the employees in the 
identified bargaining unit. Unions usually do not file 
unless they have signed up at least 50-70% of  the 
employees in the bargaining unit. 

The Board then notifies the employer that a petition has 
been filed by sending a copy of  the petition (but not the 
signatures) and asks the employer to furnish a list of  
employees in the bargaining unit, by job classification. 
Within a day or two, a Board agent telephones the 
employer to try to set up an election date. If  the 
employer has failed to bring in labor counsel before, it 
must bring in help now.

Board Determination of  Showing of  Interest

The Board alone determines whether the union has 
provided sufficient showing of  interest. The purpose 
of  supplying the initial employee list is to allow the 
Board to determine if  the petitioning union has the 
required evidence of  interest—signatures of  at least 
30% of  the employees in the bargaining unit described 
in the petition. The Board counts but conducts no 
investigation of  the signatures unless there is some hard 
evidence of  illegality.

5

Unions usually do not file 
unless they have signed 
up at least 50-70% of  
the employees in the 
bargaining unit.
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Failure to submit the initial list could be costly to the 
employer, because the Board will assume that the 
union’s estimate of  the number of  employees in the 
unit is accurate and that those employees designating 
the union as their bargaining agent by signing union 
petitions or cards are employed in that unit.

Often, employees who are sympathetic to a union’s 
efforts may sign as a demonstration of  “solidarity,” 
but they may not be in the bargaining unit. Some may 
have left the employer’s payroll. In such cases those 
signatures would not be counted by the Board in its 
verification of  the evidence of  interest—the 30% test.

Perhaps even more important is the definition of  which 
employees are included in the bargaining unit. Questions 
may exist about the bargaining units and size and 
whether it should be expanded or reduced. It is very 
important that labor counsel look at these questions 
and participate fully in the process that determines the 
bargaining unit. Elections can be won or lost on this point 
alone.

Challenges to the Bargaining Unit

The employer may challenge the makeup of  the 
bargaining unit claimed by the union. In such cases, a 
formal hearing is conducted by a representative of  the 
Board at which all parties present evidence regarding the 
proper makeup of  the bargaining unit, followed by formal 
written briefs based on the evidence and the law.

Typically, challenges dispute the inclusion or exclusion 
of  categories of  workers in the unit. If  the union claims 
that an appropriate unit should be only one or two 

An employer may challenge 
the makeup of  the 
bargaining unit claimed by 
the union. These battles 
sometimes can decide the 
ultimate outcome of  an 
election.

6
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departments of  an integrated work force, the employer 
might want the entire work force to vote. Challenges 
often arise when the employer believes that the nature 
of  the business has changed so that the makeup of  
the unit at the proposed date of  election is or will be 
substantially different from the unit at the time the 
petition was filed.

One of  the most common disputes is whether certain 
employees are supervisors or “management” and 
therefore should not be in the bargaining unit. These 
battles sometimes can decide the ultimate outcome of  
an election.

After considering the evidence and briefs, the Regional 
Director of  the Board determines what the bargaining 
unit should be and directs that an election be held. 
If  either side disagrees, it may ask the Board in 
Washington to review the case. Bargaining unit hearings 
may delay the election for months or even years, 
although usually the union, the employer and the Board 
try to resolve the issues by agreement rather than by 
hearings.

The Consent-Election Agreement or Stipulation

If  the Board determines that the 30% test has 
been met, it tries to obtain an agreement for a 
“consent-election.”2 This agreement avoids the more 
time-consuming procedures of  a formal hearing on 
the case. Usually, this agreement is initially sought by 
telephone between the Board agent and the employer 
and the union.

One of  the most common 
disputes is whether certain 
employees are supervisors 
or “management” and 
therefore should not be in 
the bargaining unit.

7

2 There are two types of  agreements: the consent-election agreement and a 
stipulation for certification under consent-election. Under the infrequently used 
consent-election agreement, disputes arising in connection with the election are 
determined by the Regional Director of  the Board. Under the stipulation election, 
disputes are determined by the full Board that sits at the national office in 
Washington, D.C. 
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After the initial discussions, the agent calls a joint 
conference with the employer and the union. Union 
representatives, employer representatives and counsel 
are present. A final determination of  the proper makeup 
of  the unit is made (if  possible) and agreement is 
reached on details of  the election, such as date and 
hours and place of  election. The consent-election 
agreement is then approved by the Regional Director of  
the Board. The election is usually held 30 to 45 days after 
the agreement is approved.

Within seven days from the agreement, the employer 
must furnish a voter eligibility list showing the names 
and home addresses of  all employees in the unit. This list 
is referred to as the “Excelsior List” and is immediately 
supplied to the union by the Board. Even though the 
parties may agree to a consent-election, each retains its 
right to challenge voters at the polls. 

Any voter whose name is not on the Excelsior List is 
automatically challenged by the Board. Occasionally, the 
parties will agree to a list of  eligible voters and the only 
challenges at the polls would be to the actual identity of  
the person trying to vote. Preparation of  the “Excelsior 
List,” which often is not a clear-cut process, can have a 
significant effect on the election.

The Board prepares and furnishes a standard election 
notice, which contains a sample ballot, a description 
of  the bargaining unit and the date, place and hours of  
election. Appendix 2 is a sample notice of  the election 
furnished by the Board. Copies of  the election notice 
must be posted by the employer in conspicuous places 
such as on employee bulletin boards and near timecard 
racks.

Even though the parties 
may agree to a consent-
election, each retains its 
right to challenge voters at 
the polls.

Preparation of  the 
“Excelsior List,” which often 
is not a clear-cut process, 
can have a significant effect 
on the election.
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The Election Campaign

Both the employer and the union campaign. Historically 
election campaigns have included a combination 
of  written materials such as letters, handbills and 
posters; gimmicks such as coupon books, coffee mugs 
and t-shirts; and personal contact. Today’s election 
campaigns include new and sophisticated methods of  
communication and persuasion, both by employers and 
by unions. 

The content of  the employer’s campaign, its timing and 
the avoidance of  unfair labor practices require expert 
planning and experience from the outset. You must win 
the election—and do so without committing unfair labor 
practices that can turn the sweet taste of  victory sour.

In the interest of  preserving what the Board has called 
a “laboratory atmosphere,” in which employees are to 
have full and complete freedom of  choice, there is a 
detailed and complex set of  limitations on employer 
conduct that has evolved from Board decisions. 
Unfortunately, the one consistency is that the Board 
is skeptical about any move the employer makes when 
there is union activity. 

Simply put, an employer has to avoid “taking stupid 
penalties”—be aware of  “do’s and don’ts,” avoid reflex 
reactions and carry out a carefully planned campaign. If  
the Board finds that the employer has acted improperly, 
the Board may overturn an election and order a 
new election be held. If  the Board determines that 
misconduct by the employer is sufficiently egregious, 
the Board may go so far as to order the employer to 
recognize and bargain with the union even though the 
union lost the election. No matter what, unfair labor 
practice charges are expensive and difficult to defend.

You can and must win 
the election—without 
committing unfair labor 
practices that can turn the 
sweet taste of  victory sour.

9
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Do’s and Don’ts

It is an unfair labor practice for an employer to “interfere 
with,” “restrain” or “coerce” employees in the exercise of  
their “protected” rights to form or join a union. The most 
common unfair labor practice charges involve alleged 
attempts to influence employees against the union by 
making promises of  benefits or threats of  reprisal or 
firing “ring leaders.” Unlike typical political elections, 
employers are not permitted to win votes by promising 
to give what the employees do not have or threatening to 
take away what they already have. 

This guide cannot lay out employer election strategies—
there is no cookie-cutter solution. While strategies need 
to be tailored to the situation, there are some general 
rules of  the game:

GROUND RULES ON WHAT AN EMPLOYER MAY DO

1. Listen to employees and supervisors. What they 
are saying or not saying is very, very important.

2. Tell supervisors what is happening and define their 
roles in the campaign for them. Supervisors are 
important! They played a role in getting you where 
you are. They can help, or they can hurt. They 
rarely are a neutral factor.

3. Communicate to employees in person. You may, 
on company time and company property, speak 
to small groups or to the unit as a whole so long 
as no speeches are given to mass assemblies 
of  employees during the full 24-hour period 
immediately before the election polls are 

Unlike typical political 
elections, employers are 
not permitted to win votes 
by promising to give what 
the employees do not have 
or threatening to take away 
what they already have.

10
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scheduled to open. Employees may be spoken 
to individually so long as they are not required to 
meet in the supervisor’s or plant manager’s office 
where they might feel intimidated. However, this 
is risky and generally not a good idea. 

4. Express your views regarding labor unions. 
Although it might seem obvious, you should make 
it clear to employees at the very outset that you 
do not believe a union is necessary or desirable.

5. Explain wage policies and other practices. 

6. State the advantages for employees in dealing 
directly with you, without the interference of  
outsiders.

7. Point out that the union cannot guarantee wage 
increases or other benefit improvements. Any and 
all benefits must be agreed to by you. Point out 
that you do not have to grant any demand and 
that the union cannot force the employer to agree 
to the promises the union may have made.

8. Answer union arguments or charges.

9. Make sure the employees understand that signing 
authorization cards for a union does not bind 
them to vote for the union. They are free to vote as 
they please, by secret ballot, regardless of  what 
they might have signed.

10. Discuss union dues, initiation fees, assessments, 
fines and strikes.

11

You may not SPIT:

� Spy

� Promise

� Interrogate

� Threaten
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11. Discuss the dues “Check-Off” system.

12. Discuss the meaning of  the “Union Shop” or 
“Right to Work.”

13. Discuss union tactics and election results in other 
plants.

14. Answer questions asked by employees. Of  course, 
the answers must not threaten or promise new 
benefits for the employees.

15. Tell employees about the election procedures, the 
importance of  voting and the secrecy of  the ballot. 
The election will be decided by a majority of  the 
votes cast, not by the number of  “yes” votes as 
a percentage of  the total employees in the unit. 
Therefore, “getting the vote out” is critical in an 
election.

16. Continue to lay off, discipline and discharge 
employees for cause. However, such action must 
follow customary practices and be done without 
regard to union activity. Most serious unfair labor 
practice charges arise in this context.

All of  these “do’s” should be carried out forth-
rightly, factually and effectively in a carefully 
planned and managed campaign.

GROUND RULES ON WHAT AN EMPLOYER MAY NOT 
DO—DIRECTLY OR INDIRECTLY

1. Spy on the union by watching which 
employees enter and leave a union hall or by 

12
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watching specific employees as they go about 
their daily activities, as examples.

2. Encourage employees to spy on the union.

3. Go to a union meeting or near where a union 
meeting is being held.

4. State or imply to any employees that you know 
of  their membership in the union or of  their 
union activity; this could be interpreted by the 
employees as a “threat of  reprisal.”

5. State or imply to any employee that you know of  
another employee’s union membership or union 
activity.

6. Make any veiled or express threats or take actions 
because of  union activity, such as blacklisting 
employees, cutting out overtime, removing 
privileges, transferring employees to undesirable 
work, laying off, discharging, closing the plant or 
moving the plant.

7. Make any promises of  benefits to discourage 
or encourage employees in their union activity, 
such as promises of  pay increases, promotions, 
retirement benefits or special favors.

8. Make any statement that could be interpreted as 
a promise of  benefit or a threat of  reprisal.

9. Question employees about their union activity or 
the activity of  any other employee.

10. Question employees about their feelings toward 
or opinion of  the union.

13
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11. Visit the homes of  employees to urge them to 
reject the union, even though the union may and 
probably will visit employees in their homes. The 
reason for this is that under the law, the union is 
entitled to have a reasonable amount of  access to 
the employees to be able to communicate its side 
of  the story. The employer obviously has access 
during the entire workday. The union does not.

12. Poll the employees to determine union sentiment.

13. Impose a new plant rule forbidding union 
solicitation when other forms of  solicitation are 
permitted.

14. Impose new work rules that prohibit union 
solicitation before or after work or in any free 
periods, such as lunch or coffee break.

15. Make any statement, in the absence of  outside 
substantiation, that might suggest to the 
employees that certain adverse events might 
occur if  a union were to win the election.

While there are a lot of  “don’ts” in this list, there is every 
opportunity to carry out a strong, persuasive and tough 
election campaign that will swing votes and win the 
election. Most elections are lost by employers—not won 
by the union. These “don’ts” are listed in detail so that 
you will not ruin a winning election campaign because of  
mistakes.

14
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The Secret Ballot Election

The date, place and hours of  the election in most cases 
are agreed upon during the pre-election conference 
negotiating the consent-election agreement. Where the 
parties cannot agree, or in cases of  elections directed 
by the Board, the Regional Director of  the Board sets 
the date, place and hours of  the election.

The Board agent provides all equipment necessary to 
run the election—voting booths, ballot boxes, ballots, 
challenge envelopes and pencils. The election normally 
is held on the employer’s premises, in areas such as 
the lunch room or auditorium. The polling area itself  
and immediate surrounding areas must be free from 
supervisory or management personnel. The hours are 
scheduled to accommodate all eligible voters on all 
shifts. Voting is usually on company time. 

Each party to the election is entitled to an equal, 
predesignated number of  observers. The function of  the 
observers is to represent their principals and to assist in 
the conduct of  the election—checking voters’ names as 
they arrive and making challenges. Employer observers 
must be non-supervisory employees. They may or may 
not be in the unit of  eligible voters.

Shortly before the polls open, the Board agent gathers 
the observers and any other representatives to inspect 
the election facilities. Observers are given instructions 
and badges. The ballot box is sealed in the presence of  
all observers.

15
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opportunity to carry out 
a strong, persuasive and 
tough election campaign 
that will swing votes and 
win the election.
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No electioneering is permitted near the election 
facilities; outsiders should be escorted off  the premises. 

When the polls open, voters enter and give their names 
at the check-in table. Both sets of  observers take the 
voter names, and each make checkmarks indicating the 
voter’s identification. The agent then gives the voters 
printed ballots. The voters go to the booth, mark their 
votes, place the ballots in the ballot box and leave the 
polling place.

Counting of  the Ballots—Challenges

Observers have the right to challenge voters for cause. 
The Board agent challenges any voter whose name is 
not on the Excelsior List. Typically, challenges are made 
when there is a question whether employees properly 
belong in the bargaining unit or were “employed” on the 
requisite date for voting purposes. Challenged voters 
are still permitted to vote. Their ballots are placed in 
“challenge envelopes,” which are sealed prior to being 
placed in the ballot box.

At the close of  the voting, the unchallenged ballots are 
counted by the Board agent with the assistance of  the 
observers. The Board agent announces that a majority of  
the valid votes cast will decide the election. Any ballots 
that contain a means of  identifying the voter are void. 
However, any ballots that clearly reflect the intention of  
the voter are counted, even if  the marking is unorthodox 
(for example, if  the voter writes “yes” rather than 
marking a box).

No electioneering is 
permitted near the election 
facilities; outsiders 
should be escorted off  the 
premises.

16
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Challenged ballots are kept separately. If, when added 
to the losing count, they would not shift the result to a 
new majority or tie in favor of  the employer, challenged 
ballots are disregarded and not opened. Remember that 
a union must receive more than 50% of  the valid votes 
actually cast to win. 

Disposition of  Challenges

If  the votes of  the challenged voters will affect the 
outcome of  the election, the challenged ballots are 
collected by the Board agent and are held separately, 
under seal, while the Board investigates the challenges. 
Each party is asked to prepare, in writing, its position 
on each challenge, including supporting arguments, 
precedents and names of  witnesses. The Board agent 
either interviews the witnesses or obtains written 
affidavits. 

The Board has the authority to conduct a hearing on 
the challenged ballots. On the basis of  all the evidence, 
the Board then issues a report containing its final 
conclusions as to which challenged votes will be eligible 
to be counted and which will not. The parties thereafter 
have the right to file exceptions to the report or request a 
review.

If  the number of  challenges sustained (votes ineligible 
to be counted) renders the remaining challenged ballots 
insufficient in number to affect the outcome of  the 
election, the Board does not count the remaining 
challenged ballots. If  the number of  challenges 
overruled (votes that are eligible) is sufficient to affect 
the results, the challenged ballots are then opened 
following a procedure designed to protect the anonymity 
of  the voters. The Board then issues a revised tally of  the 
votes.

17
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Certification

The ultimate result of  an election is the “certification” 
by the Board. If  the union does not receive a majority 
of  the votes cast, a “certification of  results” is issued 
by the Board. Appendix 3 is a sample of  this type of  
certification. Following a certification of  results by the 
Board, another election for the same bargaining unit 
may not be held for 12 months after the date of  the 
election.

If  the union has received a majority of  the valid votes, 
a “certification of  representative” is issued. Appendix 
4 is a sample of  this type of  certification. Thereafter, 
the employer is under a duty to enter into good faith 
collective bargaining with the union to arrive at an 
agreement governing the wages and terms and 
conditions of  employment of  the workers in the unit. 
Under certain circumstances, the employer must decline 
to bargain with the certified union in order to challenge 
the propriety of  the Board’s decision in the courts. 

Following a certification of  representative, another 
election may not be held for 12 months after the date of  
the certification.

Decertification, Deauthorization and 
Employer Petitions

An employee, a group of  employees or another union 
seeking representation of  the employees may file a 
petition for “decertification” asserting that the certified 
or currently recognized bargaining agent is no longer the 
representative of  the unit. Decertification petitions may 
be filed only during an “open period” preceding the end 
of  the term of  a collective bargaining agreement. 

Following a certification 
of  results by the Board, 
another election for the 
same bargaining unit may 
not be held for 12 months 
after the date of  the 
election.
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Employees may also file a “deauthorization” petition 
for an election concerning whether the union security 
clause in the collective bargaining agreement—the 
union shop clause requiring employees to join the 
union and pay dues in order to keep their jobs—should 
continue to exist. Where a deauthorization election 
defeats the union security clause, the union’s strength 
and bargaining position are often substantially 
diminished.

An employer also has the right during the “open period,” 
or after a collective bargaining agreement has expired, 
to file its own petition for an election to determine 
whether the majority of  the employees continue to want 
a union. The employer must have objective grounds 
for believing that the union has lost its support before 
the Board will process such a petition. These objective 
grounds might include a letter or petition from the 
employees to the employer stating that they no longer 
want to be represented by the union, mass withdrawals 
from the union or a dramatic and sudden change in the 
size or composition of  the work force.

Board procedures similar to those described previously 
govern decertification, deauthorization and employer 
petition proceedings, including the filing of  the petition, 
the election campaign, the secret ballot election and 
certification of  the results by the Board.
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CONCLUSION

Union organizing is usually well under way before it is 
discovered. Careful, informed planning and execution of  
an aggressive campaign are the keys to winning a union 
election. The election process is governed by a complex 
set of  highly technical procedures and rules, many of  
which are contrary to what common sense would dictate, 
so expert guidance is key. This booklet is a guide, but 
it is not a “do-it-yourself” kit. We hope you and your 
managers find that this information strengthens your 
organization and better prepares you. Our labor and 
employment attorneys are ready and eager to help—
whenever and wherever you may need us. 

Dechert LLP
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