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Labor laws
For the protection and efficiency of a company, companies tend to draft a policy by stating the conditions in which a non-business can enter and operate an activity within the company facility. The drafted policy implies that working time is strictly for work, whereas non-working time is when an employee can tolerate what does not relate to work (Slattery, 2016). Moreover, an employee is again prohibited from conducting any non-business-related work within a working area where employees complete their tasks. To be clear, an employee can only perform a non-business-related activity during non-working times and not within the functional area. The drafted policy is not valid when an employer implies it after the union has resumed its activity but only valid when the employer implies it before the union organization activity (Slattery, 2016). Hence, whatever action the employer will take will be unlawful. Thus, employers must draft a policy that prohibits union organizations from undertaking their activities.
The union has no right to contract workers through their emails when the employer permits that activity during non-working time and non-working areas like break times, cafeterias, and parking areas within the facility. The employees, too, have the right to accept any form of representation from the union organization provided it is adhering to their company drafted policy (Slattery, 2016). Nevertheless, when a company permits activities like vending, chats like politics, games during working time, and workplace and prohibits union activities, it will be discrimination that the Labor Relations Board considers unlawful (Slattery, 2016). The company should then decide to ban all forms of non-work-related activities within the work facility or allow all forms of non-work-related activities to occur at the work facility. Therefore when the union organization distributes pamphlets in working facilities like the parking area, there is no problem since the parking area is not a working area. Again the employees will only go to the parking area in their free time, not unless employees idle at the parking lots during working hours, which will be unlawful. Hence the union organization does not defile any law by distributing the pamphlets at the parking areas.
However, the employers possess the right to communicate to their employees against the union activity by sharing the beneficial information that the company provides to its employees and comparing it with the one the union provides (Geiger, 2017). This can easily change the mind of employees against voting in for union representation. Secondly, the employer can show his employees the costs they will incur after voting in the union activity by paying monthly payments, which will eventually inconvenience them. Again, the employer can inform the employees that the company supervisors strongly oppose any form of union activity within the working facility, so the employees should adhere to its policy. Lastly, the employer can let the employees know about the problem when they vote in the union's activity by allowing the business management to be under the union representative other than its supervisors (Bagger et al., 2014). Therefore, the information communicated to the employees against the union activity will not put the company at any legal risk.
The company employer cannot respond to the union activity by communicating maliciously against voting in the union activity to his employees. Such information deployed to the employees is like threatening the employees to lose their jobs when they attempt to vote in the union activity and accept the union's benefits. The employer has no right to interrogate the employee's opinions towards the union representation activity and does not have the right to question the employees' decision on voting since it will be interfering with the employees' right act. Again, the employer does not have the right to promise his employees by providing any benefit to stop them from voting in the union representation activity. The employer should not threaten the employees by attempting to close down the company when the employees vote in the union activity. It will be wrong again for the employee to spy on the union gatherings, and lastly, the employer should not threaten to transfer or lay off the workers when they go against his opinion (Bagger et al., 2014). Therefore, when a company does these, the employer will risk terminating the legal act on labor laws and raising eyebrows on the union organization about the working condition in the company.
Conclusion
In conclusion, the company becomes safer and efficient when they draft a policy that controls the solicitation and distribution among the union organizations. Again, the employers should acknowledge the employees' rights and know what to communicate during the unionization process to avoid court charges on terminating the labor laws.
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