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Questions not asked at Sept. 3 Brown Bag Forum 

Benefits of a Union 

1. I don't see any advantages to having a Union. We seem to be more fairly 
represented than state employees who are losing ground every year. What has the 
union done for them? What has unionization done for faculty? 

A: UA staff receive a total compensation package that is very favorable compared to the pay 
and benefits received by the State of Alaska General Government Unit (GGU) employees 
represented by ASEA.  In addition to annual grid increases and a generous health care 
plan, UA has the discretion to make retention offers or adjust pay without obtaining 
union permission, if the employee is not at a competitive level for any reason.  That 
would have to be bargained for or separately approved if a union is in place.   

UA’s faculty members are represented by 3 unions: United Academics, UAFT and the 
United Academic-Adjuncts union.  UA has negotiated salaries with these unions that are 
comparable to pay increases for staff.  UNAC and UAFT unit members receive health 
care and pharmacy benefits that are fully identical to those received by UA staff. 

2. What non-pay issues would the union focus on? What "unfair" issues would the 
union protest? 

A: The union has focused on the practice of including a union representative as an advocate 
in grievance hearings and having arbitration as the last grievance stage, in front of a 
neutral, paid arbitrator.  However, UA’s unions have not taken a case to arbitration since 
2005.  Thus, most recent union grievances have involved informal grievance steps in 
front of UA administrators and are then either resolved or withdrawn. 

3. I have noticed that most of the non-retained employees are primarily at UAF.  I’ve 
read in the paper that the University policy around non-retention was ruled in the 
superior court to be wrong.  Can a union help to change bad policies the university 
has adopted? 

A:  The university’s website has a posting of the recent court case concerning the 
nonretention of a UAF employee, Yauna Taylor.  This decision was not due to “bad 
policies.”  While the Superior Court judge decided against the university in that specific 
Fairbanks case, other court decisions have considered and upheld the university’s right to 
nonretain employees, pursuant to Board of Regents’ Policy and University Regulation.  
UA has filed a request for review of the Taylor case to the judge who issued the decision; 
that matter is pending.   
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As far as the number of nonretentions that have occurred at each campus, UA has placed 
information on its website to show nonretention and layoff statistics for the last several 
years, by MAU.  Considering the fact that UA employs approximately 3,600 supervisory 
and non supervisory staff, there are not a high numbers of nonretentions in any year.  The 
University regulation on nonretention that applies to staff has been in place for over 10 
years.  Represented faculty can also be nonretained, and those employees are covered by 
collective bargaining agreements.  See Article 9.4.1 of CBA with UNAC 
(http://www.alaska.edu/labor/unac/).  More information concerning nonretention can be 
found at: http://www.alaska.edu/labor/court-decisions/. 

4. The Office of Information Technology recently saw layoffs due to lack of funds in 
the budget.  These layoffs were a last resort.  If ASEA negotiates a salary above 
available funding, what help does ASEA provide to those who lost their jobs? 

A: It is unlikely that ASEA would provide any assistance to laid-off UA employees.  The 
university tries to cut other areas of its budget first rather than laying off employees.  
However, when layoffs cannot be avoided, the university actively tries to assist 
employees in finding other available positions for which they are qualified. 

5. Under the existing system, I have good compensation and benefits.  I have a job I 
enjoy.  If I join a union, I have to fight to keep that.  What do I get by joining, except 
more work? 

A: As an employee in a bargaining unit, you will pay mandatory union dues or agency fees 
to have union representation.  It is also likely that you will be required to contribute some 
of your annual leave to fund a union business leave bank used to pay UA employees who 
serve as union representatives when they attend union-related meetings.  Union 
representation means that ASEA/AFSCME will represent you on any issues involving 
compensation, benefits or working conditions whether or not you feel that you need a 
union interfacing between you and UA on these issues.   

6. How would a union benefit the University?  I’ve gotten a no/yes mailer from HR.  Is 
the University not in favor of us organizing a union at the University of Alaska? 

A: A union does not benefit the university itself.  For example, having another union will 
add to the university’s complexity and administrative costs.  However, affected UA staff 
are the ones who will determine whether ASEA/AFSCME is voted in.  University leaders 
fully respect employees’ rights and the ALRA election process.  President Gamble spoke 
on behalf of the university by stating “There are many factors that motivate individuals to 
vote for or against a union, and the decision is a personal one.”  President Gamble also 
went on to say, “The decision should be based on becoming fully informed, and deciding 
whether your decision results in the most overall value for you.”   

http://www.alaska.edu/labor/unac/�
http://www.alaska.edu/labor/court-decisions/�
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The university’s primary interest is to assist employees in making an informed decision 
regarding union representation.  It is a serious decision that has an impact on current and 
future employees in the proposed unit.  

7. What does ASEA offer that the various staff councils don’t? 

A: The staff governance system is a part of the university itself, as established by BOR 
Policy and University Regulation.  Staff choose its leadership.  The union is a separate 
entity, whose responsibility it would be to represent employees by negotiating with the 
university and assisting employees in the grievance process during disputes.  It chooses 
its leadership internally.  In the upcoming election, employees will decide whether 
ASEA/AFSCME representation is desired and viewed as more beneficial than the current 
nonunion structure. 

8. Do I risk losing the benefits I like now by putting the conditions of employment on 
the negotiating table? 

A: Employee benefits are an important part of the total compensation package.  UA staff 
wages, working conditions and benefits are “mandatory subjects of bargaining.”  This 
means that the university would have an obligation to negotiate with ASEA/AFSCME 
about all of them; there would be no guarantee that they would all continue as they 
currently exist.   

As examples: 

• The leave share benefit you currently have under University Regulation could be a topic 
of negotiations; some collective bargaining agreements have “leave banks,” into which 
the unit members contribute personal sick leave on an annual basis as a way of funding 
other unit members’ leave for emergency medical situations.   

• A supervisor’s ability to award bonuses to employees for specific achievements would 
have to be negotiated between the university and ASEA/AFSCME.   

• There could be negotiated changes to the type and level of paid leaves currently available 
to UA staff under University Regulation.  Negotiations between the union and the 
university would place on the bargaining table topics such as annual leave, the annual 
personal holiday and paid holidays.  As an example, the General Government Unit 
(GGU), represented by ASEA/AFSCME, converted to a system of paid time off 
(combined annual leave and sick leave) for GGU employees some time ago.  The State of 
Alaska and ASEA/AFSCME negotiated collective bargaining agreement (CBA) 
provisions that created the new type of leave, including an accrual rate for paid time off 
for employees, as well as provisions covering the transition to the new type of leave.   

• Currently, UA staff receive tuition benefits for themselves, spouses and dependents.  The 
continuation of that benefit would also be subject to negotiation. 
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9.  When it comes to budget cuts, what is the difference between having and not having 
a union?  

A: UA budget levels can be negatively affected by issues such as a downtrend in the 
economy, a lack of sufficient funds from the legislature or a decline in the level of 
available grant money.  Whether or not university employees are organized, the budget 
must be approved by the University Board of Regents and then funded by the Alaska 
legislature.  If there is not enough money to fully fund the university, budget cuts must 
occur.  The existence of a union does not protect employees from budget cutbacks that 
may need to occur during periods of financial shortfall. 

Salary and Benefits 
 

10. Currently, requested salary increases are determined annually and are based on 
various factors and considerations. What are these? What factors and 
considerations are used by the union during negotiations for salary increase? 
Follow-on question: Since the Alaska legislature funds the University's salaries, 
would the union expect that the results of salary negotiations to differ from the past 
results? 

A: The Board of Regents annually develops its proposed budget for submission, a part of 
which requires them to identify the amount to request for UA staff compensation.  The 
BOR asks UA’s administration for information on the cost of living rate (based on the 
Consumer Price Index (CPI) measured in Anchorage), as well as the current 
compensation rate received by other public employee groups and other UA employees, if  
that information is known.  The BOR also reviews its general financial conditions, which 
includes UA’s projected revenues for the upcoming budget year. 

Board of Regents’ Policy 04.05.010, University Regulation 04.05.043 and University 
Regulation 04.05.043(C) copied below are some of the university’s provisions that 
address staff compensation. 

P04.05.010 Compensation Policy and Responsibilities. 

A. Compensation is the total of salary plus all programs and benefits with monetary value, 
including health and other insurance, contributions to retirement and pension programs, 
holiday and leave provisions, educational opportunities, bonuses, and other employer costs that 
benefit employees.  Information regarding total compensation will be communicated to staff on 
a regular basis. 
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B. The university's total compensation package will facilitate staff recruitment and retention.  
University administration will analyze current practice effectiveness, and revise practices to 
sustain a viable workforce. 

C. Compensation for bargaining unit members is established by collective bargaining agreements. 
This chapter applies to those employees not covered by a collective bargaining agreement.  

 
R04.05.043 Regular Exempt and Nonexempt Staff. 
 

Placement and movement for exempt and nonexempt staff will be on the staff salary schedule 
as maintained by the Statewide Office of Human Resources. Salary schedules for non-
represented employees will be established following consultation with the appropriate 
governance groups. 

R04.05.043(C) Salary Schedule Review 

 Annually, the Board of Regents will review the staff salary schedule.  Annual adjustments will be 
applied to the staff salary schedule, subject to funding availability, based on applicable internal 
and external factors, including consideration of the Consumer Price Index (CPI) as reported by 
the Alaska Department of Labor and Workforce Development. 

11. If someone has a catastrophic illness, there is a leave sharing program in place that 
can be utilized.  Would the existence of a staff union change this?  Is there a similar 
arrangement that ASEA has included in negotiations with other employers? 

A: Board of Regents Regulation 04.06.130 (D) sets forth the university’s leave sharing 
program.  This program allows employees to voluntarily transfer hours from their sick 
leave balance to the sick leave balance of an employee with a catastrophic medical event.  

This regulation can be accessed at: http://www.alaska.edu/bor/policy-regulations/  

Collective bargaining agreements frequently contain provisions that establish a disability 
leave bank, which is different from a leave share program.  With the university’s leave 
share program the employee has the option to donate his/her sick leave to another 
employee.  Most leave banks require union members to give a designated amount of 
his/her leave to the bank upon initial employment or annually.  Any eligible bargaining 
unit member can then request a donation of sick leave from the bank.  Leave is not 
transferred from one employee to another specific employee.  Usually a 
management/union committee reviews and responds to employees’ requests for 
donations. 

http://www.alaska.edu/bor/policy-regulations/�
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12.Currently there is recognition for staff throughout the year, including the 'Staff 
Make Students Count' and longevity awards.  Would the existence of a staff union 
change this? 

A: A union likely would not have an objection to the continuation of these types of awards; 
however, it is likely that a union would want to negotiate any monetary terms or rewards 
that go along with the recognition awards.  

13.Health insurance is going up every year.  This year my raise was swallowed up by 
the increase.  Is it possible to negotiate over things like health care if we had a 
union? 

A: Health care is something that would be negotiated if a unit votes for a union.  ASEA does 
have a health trust.  The university has put together a side by side comparison of the UA 
Choice program and the ASEA Trust. That comparison can be found at: 
http://www.alaska.edu/files/labor/UA%20and%20ASEA%20Health%20Plan%20Compar
ison.pdf. 

The cost of the university’s health plan is directly related to how much it is used.  The 
university is self-insured and Permera Blue Cross is the administrator of our health plan.  
As the administrators, Premera’s only function is to processes our health claims and it is 
the university’s responsibility to pay all those claims from UA funds.  The employees 
share in the cost of the plan with the university, with the employees currently picking up 
17% of the total cost and the university 83%.  

As for increases in health care charges for university employees, cost increases are the 
result of many factors, such as frequency of utilization, the number and level of 
catastrophic health care claims, increased use of pharmaceuticals, our low utilization of 
generics, more and more health care technology and services in Alaska, the age of the 
workforce, how well employees manage their overall state of health and lifestyle choices. 

The university has a Joint Health Care Committee and a Staff Health Care Committee 
that review any changes to the university’s health care plan and the employee charges. 
The university does not make changes to health care without input from employees, the 
unions and governance.  Currently, all UA employees who are benefits-eligible receive 
the exact same health care plan options and are charged the same rates for specific plans. 

More information on JHCC can be found at http://www.alaska.edu/benefits/joint-health-
care-committ/  

14.Under the union, will employees be required to accept health care coverage if they 
are currently covered under another union plan as a dependent? 

http://www.alaska.edu/files/labor/UA%20and%20ASEA%20Health%20Plan%20Comparison.pdf�
http://www.alaska.edu/files/labor/UA%20and%20ASEA%20Health%20Plan%20Comparison.pdf�
http://www.alaska.edu/benefits/joint-health-care-committ/�
http://www.alaska.edu/benefits/joint-health-care-committ/�
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The university believes in choice and realizes that very few employees need two health 
plans.  For the last several years, the university has allowed employees to opt-out of 
health coverage if they have other coverage.  In this case, the employee does not have to 
have a deduction covering his/her share of the health care costs.  The ASEA health trust 
does not have an opt-out option. 

15. Under the union, will employees have to give up the current plans (administered 
by the University) to be enrolled in the union health trust? 

A:  Movement from the university health care plan to ASEA’s health trust is something that 
would be discussed during negotiations. 

16. Some employees have enrolled in the State of Alaska’s retirement program and 
some have enrolled in the University’s optional retirement plan (ORP).  How will 
those employees be affected by joining the union?  Will they be converted to a 
union retirement? 

A: Retirement plan options are not negotiated between the university and any of its 
employee groups.  With a few exceptions, an employee’s election between ORP and 
PERS or TRS will be considered an irrevocable lifetime election; the person does not get 
a later chance to change that election.  The university does not believe there would be 
effects on UA’s retirement plans or options, based on a union’s success in organizing a 
bargaining unit. 

Union Business 
 

17. ASEA has indicated to the University that there are 300 UA staff personnel that 
they do not wish to be allowed to vote.  Why or why not should these individuals be 
excluded, (what are their positions, etc.)?  If these individuals are excluded from 
voting will they be excluded from joining/paying the union if it is voted in?  Why is 
ASEA grouping completely non-related jobs together in the same bargaining pool? 
For example, technical/computer, accounting, secretarial and other totally 
unrelated jobs.  What could these jobs possibly have in common that would require 
a joint union? 

A: Although ASEA communicated its opposition to the inclusion of >300 employees whom 
the university listed in its roster as being in the proposed unit, the ALRA did not rule on 
the union’s objection due to the withdrawal of the representation petition and the 
cancellation of the election.    
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Any employee who is included in a proposed bargaining unit would receive a secret mail 
ballot.  The agency has a structured process for both the university and a union to object 
to any individual’s unit status during the election tally.  

In a union’s filing of a representation petition, the union has the initial responsibility to 
define the bargaining unit it is seeking to represent.  Regarding the composition of 
ASEA’s revised representation petition, the university questioned ALRA on the 
inclusion of exempt and nonexempt employees in the same bargaining unit.  The 
university did not formally object as the agency advised the university that in Alaska, it 
was not uncommon for hourly and salaried employees to be in the same bargaining unit.  

18. In the Local 6070-Alaska Higher Education Crafts & Trade Employees CBA they 
have: Section 3.11 Union Business Leave Bank  

 
In lieu of the personal leave day currently being provided to non-represented 
employees, the parties agree to establish a leave bank for use by Bargaining Unit 
Members for Union training, University/Union negotiations, payment of witnesses 
under the provisions of Article 6.5G(2), and all other Union business. The director 
of Labor Relations and the Local 6070 president may mutually agree in writing 
that a meeting, such as a labor management committee meeting or a health care 
benefits task force meeting, shall be considered work time rather than union 
business leave. 

 
If the staff vote approves a union will there be a similar provision?  If yes, how will 
exempt staff be obligated to put time into this bank as they do not receive a 
Personal Holiday.  If we are required to donate leave to be used by union officials 
for business-related activities, what constitutes business-related activities?   Would 
leave be set aside only for "Union" issues? 

A: A collective bargaining agreement provision creating a union business leave bank would 
have to be negotiated.  Most likely, the hours could be donated either from employees’ 
personal leave or annual leave.  The university and Local 6070 negotiated a provision in 
its contract that bargaining unit members would deposit the dollar value equivalent to 8 
hours pay, or a prorated amount if the member works less than full time, into the bank 
each year.   

A definition of what constitutes union business-related activities would be negotiated.  
Most commonly, a union representative would use union business leave during 
negotiations, grievance representation or attendance at joint labor management 
committees. 

A copy of the business leave language in the UA-Local 6070 CBA is contained in 
Article 3.11A: http://www.alaska.edu/labor/local-6070/   

http://www.alaska.edu/labor/local-6070/�
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19. What control do the union members have over compensation paid to union 
employees?  How are union costs controlled?  Who controls them and oversees that 
the union "bosses" are honest? 

A: The university does not have the answer to this question.  The determination of 
compensation for union representatives is made by the union. 

20. Mr. Duncan mentioned dues coming back to pay for scholarships.  How many 
scholarships and what is the total dollar amount ASEA currently pays out? 

A: The university does not have the answer to this question. 

Fees 
 

21. Are there required dues and other fees in being part of a union?  Is this a tax 
deductible expense?  Have union fees, dues, etc., gone down over time? Or is there 
a trend to increase the fees yearly?  What other costs have not been listed here? 

A: Like other unions, ASEA requires mandatory payment of union dues or agency fees for 
all bargaining unit members.  For ASEA, the two types of payment are the same amount.  
Payment of union dues or agency fees is a condition of employment under CBA 
provisions.  If a unit member does not pay his/her union dues or agency fees the 
university has a legal obligation to terminate that employee after the person fails to 
comply with a notice that he/she is in arrears. 

UA’s faculty unions have not had any dues changes within the last 5 years, with the 
exception of the removal of the $1,000 cap on dues and fees for United Academics unit 
members.  Local 6070, the crafts and trades union, has had its dues and agency fees rates 
increased an average of $3.75 a year for the past 5 years.   

Other associated costs for university employees would be the required contribution of 
employee’s accrued leave to union banks such as the disability leave bank and the union 
business leave bank. 

22. Is there an estimated non-salary cost to the employees for being a member of the 
union?  Is meeting attendance mandatory?  Would the cost to include dues, fees, 
time off for required membership meetings, and time off paid to a pool to be used 
by the union?   

A: See answers above.  There are no known mandatory meetings required of unionized 
employees. 
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23. If I decline to be a member of this union, why then must I still pay you to work at 
the university?  Will pay be raised by an amount equal to, or greater than, the 
required union dues? 

A: Union representation is paid by charging all employees in the bargaining unit.  There is 
no guarantee that annual compensation increases will equal or exceed required union 
dues.  In years of fiscal constraint, it is likely that this would not be the case. 

24. If this is all in our hands anyway, why must we pay for it? 

A: The university has no answer to this question. 

25. Why do employees that don’t want to unionize have to be included if the majority 
decides to unionize?  Is there a cost difference in the amount of work for the 
University? 

A: Under Alaska statute, once the proposed bargaining unit is established and an election is 
ordered, the question of unionization is determined by a majority of the eligible unit 
members who vote.  The personal preference of individuals only comes into play during 
the voting process. 

Although it might be difficult to calculate, there would be increased administrative costs 
to the university from the creation of a new union and the negotiation/administration of a 
new collective bargaining agreement.   

Performance Evaluations 
 

26. Are unionized employees allowed to be effectively evaluated for their performance?  
How would my positive or negative performance evaluation affect my 
employment?  Who is eligible to do my performance evaluation? 

A: Yes, both union and nonunion employees may be evaluated.  An employee’s supervisor 
would prepare the evaluation.  A negative performance evaluation could result in a plan 
of improvement for the employee.  In the non-union environment, a positive 
performance evaluation can provide the basis for discretionary bonuses or in-grade step 
adjustments.  In the union context, this would have to be negotiated.  In both union and 
non-union settings, performance evaluations are frequently reviewed when the employee 
is applying for a different position within the university. 

27. The performance evaluation system at the university is handled differently in every 
department.  This creates disparate/unequal treatment.  With the union, could we 
negotiate a more standardized, equitable, university-wide system? 
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The university is concerned about any perception of inconsistent or inequitable 
treatment and is currently in the process of creating a performance evaluation tool that 
can be used system wide.  Any new system will be implemented after training of both 
supervisors and employees. 

Miscellaneous 
 

28. If the union is elected to represent the UA employees, and members are not happy 
with the union, what is the procedure to de-unionize?  The time to remove the 
union seems to be disproportionately in favor of the union.  The time to collect and 
request a removal election is not in the employees’ favor.  Since this would be an 
attempt to remove the union, who would be responsible for the cost of the election?  
What is the estimated cost to have a union removal election? 

A: The procedure to de-unionize is called decertification.  Within a specified timeframe 
before the collective bargaining agreement between the employer and the union is 
scheduled to expire, a decertification petition must be filed with the Alaska Labor 
Relations Agency.  The decertification petition must be supported by 30% of the 
employees in the unit, documented by signed cards.  For example, in the proposed unit 
of approximately 2,500 UA staff, 30% or 750 employees would need to sign cards 
requesting an election concerning their desire to decertify.  The union would oppose any 
effort to decertify its status and the university could not be involved; any decertification 
process would need to be managed and paid for by interested employees.  While the 
university does not have a specific cost estimate, it is clear that the time and costs of 
communicating with 2,500 employees throughout the state of Alaska during a 
decertification campaign would be significant. 

29. Are there any legal repercussions from being in a union? 

A: As discussed above, one legal repercussion is that union membership or paying agency 
fees would be a condition of employment for every unit member.  This is a legal 
constraint that cannot be waived.  A related legal repercussion discussed above is that 
once a union is elected, that union is the ongoing representative for all future members 
of the unit, unless decertification occurs. 

30. What does the union gain from having UA as a part of their union? 

A:  The collection by ASEA of over $1 million in annual dues from UA staff is probably at 
the top of the union’s list concerning what would be gained.  The increase in their total 
union membership within the state of Alaska and the possible increase in the numbers of 
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represented employees in the ASEA health trust are other likely aspects that ASEA may 
find desirable as far as representing UA staff. 

31. I was visited at my home by ASEA prior to their receipt of University personnel 
w/addresses.  Where/how did they receive my personal information? 

A: The University of Alaska provided a copy of the roster created for the Alaska Labor 
Relations Agency (ALRA) to Alaska State Employees Association (ASEA).  In addition 
to this roster, mailing addresses are also available on the internet.  The university is 
unaware of any other means used to obtain employees’ addresses. 

32. How can the university discipline or let go “for cause” a unionized employee? 

A: Collective bargaining agreements contain a management rights article as well as 
provisions that address the discipline and cause termination of employees.  The 
university would not agree to provisions that would prohibit employees from being 
disciplined and terminated where cause exists.  

33. How many employees will be eligible to vote? 

A: There were approximately 2,500 employees included in the bargaining unit proposed by 
ASEA.  All 2,500 employees included on the final roster are eligible to vote, subject to 
objection over the appropriateness of their unit status at the time of the ballot count. 

34. The University has sent out a lot of biased info.  Are they trying to scare us?  Why 
is the University afraid of staff being organized? 

A: The university has tried to provide helpful, factual information to employees.  The 
university’s information came from Alaska law, past court cases, ASEA’s own website, 
and other collective bargaining agreements.  The university has encouraged employees 
to do their own research, seek out information and make an informed decision. 

35. If I’ve already worked 40 hours, M-F, but think of something I want to do at work 
on Saturday, will I be penalized for going in to work on a Saturday or for working 
from home? 

A: Working hours are a standard topic of negotiations.  Jim Duncan stated that ASEA 
typically negotiates for a standard work week, Monday – Friday 8:00 a.m. – 5:00 p.m.   

An individual employee’s sole discretion to decide to work more than 40 hours during a 
week or to work from home is more related to the employee’s exempt or non-exempt 
(overtime-eligible) status according to the Fair Labor Standards Act (FLSA).  The 
individual’s understanding with the supervisor about the approval of such working 
arrangements will also be very relevant to the way this situation should be handled.  
Since exempt employees are not eligible for overtime, there is no reason they would be 
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penalized for working on a Saturday after they have already worked 40 hours during the 
business week.  However, where non-exempt (over-time eligible) employees are 
concerned, most departments require overtime (and work performed at home) to be 
specifically approved by a supervisor before it occurs.  Therefore, it is always the best 
course for a non-exempt employee to ask his/her supervisor in advance before deciding 
to work over 40 hours or from home.  The supervisor may want the employee to wait to 
do the work until the next work week, or may find that the work does not need to be 
performed at all. 

36. As all other University employees are represented by unions, why wouldn’t the 
University want the remaining employees afforded a place at the table that union-
represented employees have? 

A.  Having a “voice at the table” means different things to different people.  The university 
has had an employee governance structure in place for many years; the governance 
structure does allow employees to provide input and communicate on numerous topics 
of interest to employees and to the university.  University Regulation 03.01E states the 
organization responsibilities include personnel policies and “regulations; compensation 
and benefits; and other issues affecting the work environment and or general welfare of 
the university staff.”  Staff representatives have participated on committees reviewing 
the staff compensation grid and staff evaluation forms/processes.  Staff governance 
representatives also participate on the Joint Health Care Committee, the Staff Health 
Care Committee, UA’s Business Council, Human Resources Council and provide input 
concerning policies and regulations under revision.   

37. Since 2000, AFSCME has reported 177 wins and 101 losses on certification 
elections.  Since they also report 77 decertification petitions, it seems more people 
don’t like the union.  Why should I?  (stats from unionfacts.org) 

A:  The university has not researched these issues, but it is far less of a commitment for an 
employee to sign a representation card (often following significant pressure and home 
visits) than to vote for the union in a secret ballot election.  This might account for the 
high number of unsuccessful representation elections.  

38. Will the union have an out-of-work list?  How will they deal with term-funded or 
temporary employees?  Are there other employees that have ASEA unit members 
employed that out-of-work employees could potentially work for?  Can employees 
be called from the hall? 

A: It is likely that layoff status for affected employees would be negotiated as part of any 
CBA.  Layoff rules provide for criteria that will be used when difficult layoff decisions 
must be made.  Layoff provisions also describe the opportunities for re-employment 
following budgetary cutbacks that result in the layoff of regular, continuing employees.   
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In contrast with the regular, continuing employment that some employees have, term 
employees are frequently grant-funded and all term appointments expire on a date-
certain.  Temporary employment continues only during the timeframe needed by the 
university; temporary employees are “at-will” and may be terminated by the university 
for any lawful reason.   

Although, the university is not aware of an ASEA hiring hall, the university would not 
find the idea of a hiring hall desirable.  It is best to fill UA job openings from regular 
recruitments after consideration of the most highly qualified candidates for UA’s 
particular vacancies.  
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