
 1 

POLICY AND PLATFORM 1 

UTAH PUBLIC EMPLOYEES' ASSOCIATION 2 

[2016] 2015 3 

 4 

PREAMBLE AND MISSION/VISION STATEMENT 5 

We, the delegates of the [2016] 2015 Utah Public Employees' Association 6 

General Council, assemble to promote efficiency and excellence in the public work 7 

setting; to insist upon ethical conduct from management and employees in the public 8 

work setting; to inspire public employees to become involved in governmental affairs and 9 

the political process; and to vigorously promote and protect merit principle(s) and the 10 

merit system(s) which preserve integrity and the general public's confidence in our work. 11 

We will, at all times, work to secure and implement the policies of this platform 12 

in every manner consistent with the best interests of our membership and the mandates 13 

contained in our Restated Articles of Incorporation and Bylaws. 14 

The platform adopted by this General Council shall become the policies of UPEA 15 

until brought to fruition or until all or parts of this platform are rescinded in subsequent 16 

General Councils.  If any part of this platform is determined to be unlawful, the 17 

remaining provisions shall nevertheless be given full force and effect. 18 

The General Council delegates hereby adopt and reaffirm the following Vision 19 

Statement and Mission Statement: 20 

VISION STATEMENT 21 

UPEA is our VOICE: 22 

 By enhancing members’ compensation and benefits. 23 
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 By safeguarding career service system protection. 1 

By recruiting new members to strengthen our Association.  2 

MISSION STATEMENT 3 

The Utah Public Employees’ Association is committed to serve its membership 4 

through education, information, and employee representation resulting in improved 5 

satisfaction, job security, benefits, and compensation; thereby preserving the public trust 6 

with a quality work force. In order to do so, we submit these areas of emphasis: 7 

1. Advance the well-being of members; 8 

2. Strengthen the profession of public employment; 9 

3. Engage in meaningful partnerships that promote quality in public 10 

employment; 11 

4. Build organizational capacity. 12 

In order to achieve our goals and fulfill our Vision and Mission Statements, we 13 

submit the following platform of the UTAH PUBLIC EMPLOYEES' ASSOCIATION.                                                       14 

GENERAL WELFARE 15 

In the Restated Articles of Incorporation the founders of our great Association 16 

gave us a mission to pursue policies designed to improve job performance; to unite our 17 

members so as to be an effective and positive influence on the State of Utah; and to 18 

pursue our objectives through education, persuasion, legislation, and negotiation.  We 19 

are, therefore, committed to these policies for the benefit of our Association and our 20 

members.  Our primary goal is to make public employment a rewarding career 21 

experience.  We shall strive to implement the following policies: 22 

I. HUMAN RESOURCE POLICIES 23 
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 The Human Resource Policy and Rules Committee shall routinely monitor the 1 

rules issued or proposed by the Utah Department of Human Resource Management 2 

(DHRM) and report significant proposed or adopted changes in the rules to the Advisory 3 

Council.  The Human Resource Policy and Rules Committee and its subcommittees shall, 4 

upon request of the UPEA members affected, annually review rules and regulations for 5 

cities, counties, and higher education entities, and report to the Advisory Council with 6 

any recommended changes to be forwarded to those entities for consideration. 7 

II.  LEAVE 8 

The leave policies of city, county, and state agencies and institutions vary in terms 9 

of length of service before benefits accrue, number of days earned in a given period, etc.  10 

It is the policy of UPEA to negotiate with all public agencies and institutions of higher 11 

education to reduce these disparities with the goal of increasing leave benefits where 12 

possible.  The recent Hay Group compensation study did not recommend changes to the 13 

state employees’ annual and holiday leave policy.  UPEA will continue to work with the 14 

Governor’s Office to ensure that employees’ annual and holiday leave policies remain 15 

unchanged and competitive. 16 

III. EMERGENCY LEAVE 17 

UPEA supports a uniform "emergency" leave policy in case of accidents, injury, 18 

serious illness, or death to any family member of UPEA members.  UPEA 19 

wholeheartedly endorses the establishment of an "emergency" leave policy in all 20 

governmental jurisdictions which will be equitable to the agency and UPEA members. 21 

IV. STATE REVENUE PROJECTIONS 22 

UPEA shall seek the enactment of legislation providing for the timely and public 23 
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presentation of state revenue projections and the Governor’s budget message prior to the 1 

start of the legislative session, and for state employees to receive higher legislative 2 

priority. 3 

V. INCENTIVE AWARD 4 

UPEA supports incentive awards which encourage individual and group goals, 5 

high standards of cooperation, achievement, and improved morale among UPEA 6 

members and management.  UPEA shall oppose any incentive award designed to 7 

eliminate regular, fair, and adequate adjustments in compensation justly due our 8 

members, and which reflects changes in the cost-of-living and classification. 9 

VI. WORK SCHEDULES 10 

UPEA endorses flexible work schedules and supports the development of flex 11 

time, job sharing, job enrichment, cafeteria style benefits, and other approaches which 12 

provide maximum alternatives and options to make public employment a rewarding 13 

career experience. UPEA should have timely input in these alternatives and options. 14 

The Utah Public Employees Association supports flexible work schedules for all 15 

UPEA members, which are consistent with personnel laws and rules. UPEA will 16 

encourage elected officials, legislators, department administrators and supervisors to give 17 

state employees maximum flexibility in choosing their work schedules to allow for such 18 

things as parenting duties, elder care duties, school, community, and transportation 19 

responsibilities.  UPEA realizes that the public interest needs to be recognized in the 20 

schedule equation. 21 

VII. PUBLIC EMPLOYMENT AS A POSITIVE AND REWARDING CAREER 22 

EXPERIENCE. 23 
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UPEA: 1 

 a. supports a strong, effective government, which must, of necessity, include 2 

a strong and effective merit system for career public employees; 3 

 b. supports a budgetary process that always considers employee 4 

compensation packages first and program priorities second; 5 

 c. supports a strong tax reform that will provide necessary services to meet 6 

public needs in the most effective manner; 7 

 d. supports rules, regulations, and policies that first consider the necessity 8 

and effectiveness of implementation and, second, the number and quality 9 

of staffing necessary to effectively implement the rules, regulations, and 10 

policies adopted; 11 

 e. supports employee programs that enhance public employment as a long-12 

term career option; 13 

 f. supports prioritizing government services for delivery under current 14 

budget circumstances; 15 

 g. supports providing the most effective delivery of services required to 16 

maintain the quality of life Utah citizens now enjoy; 17 

 h. opposes arbitrary elimination of career public employment positions; 18 

 i. opposes any general negative discussion about public employees and will 19 

strive to make public discussion fact-specific and positive; 20 

 j. opposes any course of action which decreases the effectiveness of 21 

government under the disguise of "increasing efficiency." 22 

 23 
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VIII. TUITION PAYMENT 1 

a. UPEA supports a uniform policy of tuition coverage for UPEA members 2 

to attend post-secondary institutions, including graduate study. 3 

b. UPEA shall seek approval of a policy by the State Board of Regents which 4 

would provide employees and dependents with tuition waivers for any 5 

institution of higher education. 6 

IX. LEAVE ISSUES 7 

a. UPEA supports the concept that anyone who has earned sick leave is 8 

entitled to use it when needed and should not be penalized or disciplined 9 

for properly using this valuable benefit.  In case of extended illness, we 10 

encourage all members to utilize the Family Medical Leave Act (FMLA), 11 

and explore all alternatives to avoid termination from employment. 12 

b. Sick leave incentive.  The UPEA Human Resource Policy and Rules 13 

Committee shall study ways and means to increase the incentive for 14 

accruing sick leave with the intent of forming a uniform policy.  UPEA 15 

will strive to develop and implement an incentive program that rewards 16 

those dedicated and dependable employees who have been on the job 17 

every day for a number of years.  The incentive program shall permit 18 

accrued annual leave, in excess of that amount allowed to be carried over 19 

at the end of the calendar year, to be converted to sick leave rather than 20 

forfeited. 21 

c. Sick leave abuses.  To improve sick leave incentives and discourage 22 

possible sick leave abuses, UPEA members with an existing sick leave 23 
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conversion incentive plan should have the option to biannually transfer 1 

their accrued sick leave in excess of thirty-two hours. 2 

d. Workers Compensation.  UPEA supports allowing UPEA members, in the 3 

case of an industrial accident, the option of using their sick leave or taking 4 

industrial compensation.  In no instance should a member be forced or 5 

compelled to use sick leave while off work due to an on-the-job-accident. 6 

e. UPEA will seek modification of existing regulations, rules, or laws to 7 

allow government employees to donate annual or sick leave for use in 8 

leave banks for other sick or injured fellow public employees.  The 9 

administration of the program [will] should be fair and equitable. 10 

f. Sick leave may be advanced rather than having an employee request leave                  11 

without pay.  This benefit will reduce or eliminate the need for employees 12 

to request leave donations from other employees. 13 

g. UPEA will work toward establishing a paternity/maternity leave benefit 14 

plan offering all public employees two weeks of paid leave prior to or 15 

immediately after the birth/adoption of a child which may be used prior to 16 

exhausting annual and sick leave. 17 

h. Higher Education UPEA members of the State of Utah do not currently 18 

have sick leave conversion/cash-out options.  UPEA shall lobby the 19 

Legislature for a uniform Higher Education sick leave conversion plan that 20 

is comparable to other state entities along with an option for a sick leave 21 

cash out. 22 

X. STATE AGENCY BUDGET CUT EQUITY 23 



 8 

UPEA supports any policy or legislation requiring local boards of public 1 

education to share budget cuts equally with all other state agencies. 2 

XI. ANNEXATIONS, INCORPORATIONS, AND TAXING AUTHORITY 3 

Annexation and incorporation actions undermine the economic stability of 4 

existing governmental entities and diminish the financial ability of their citizenry.  5 

Anxiety, stress, and uncertainty are experienced by the public employee whose livelihood 6 

may be adversely impacted by annexation or incorporation. 7 

Accordingly, UPEA supports and urges that a complete cost/benefit analysis of 8 

each proposed annexation or incorporation be performed prior to any annexation or 9 

incorporation to determine its potential impact upon existing governmental entities and 10 

UPEA members.  UPEA also supports the transfer of displaced employees to the 11 

annexing or newly incorporated entity so there is no loss of tenure, accumulated leave, 12 

benefits, and salary. 13 

UPEA supports allowing county governments a more diversified taxing authority 14 

when the exercise of such authority is consistent with this Platform. 15 

XII. EQUALITY 16 

UPEA supports the concept that a member’s equal rights, privileges, or benefits, 17 

shall not be denied or abridged on the basis of religion, gender, race, creed, age, national 18 

origin, political affiliation or disability.  UPEA shall take action to bring about equal 19 

employment opportunity standards within the state, cities, counties, and higher education. 20 

 XIII. ADDITIONAL BENEFITS 21 

The Membership Services and Public Relations Committee shall be assigned to 22 

obtain and review at least yearly, additional benefits for UPEA members only, and to 23 
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report back to the UPEA State Board as directed by the Board. 1 

XIV. PRIVATIZATION 2 

There appears to be an increase of discussion and studies to weaken public 3 

employment by privatizing governmental functions now conducted by public employees.  4 

UPEA has a vital interest in preserving efficient, effective, and responsible governmental 5 

functions conducted by a dedicated, professional public employee work force and [has] 6 

have a core principle of protecting members’ employment.  UPEA management and 7 

leaders will undertake to resist all moves to privatize any functions being conducted by 8 

public employees. 9 

There has been an attempt to eliminate UPEA’s representation on the Free Market 10 

Protection and Privatization Policy Board.  Every effort should be made to keep the 11 

current structure of the Free Market Protection and Privatization Policy Board and resist 12 

any effort to change the function and representation (employees, government, private 13 

sector business) of this Board. 14 

XV. EMPLOYEE EXCELLENCE RECOGNITION 15 

 UPEA has a well-defined mechanism to nominate and name employees of city, 16 

county, and state agencies to be honored through the Public Employee Salute.  Such 17 

factors as extraordinary competence, creativity, commitment, and fostering excellent 18 

relationships are utilized in naming excellent employees.  On an annual basis UPEA will 19 

request the Governor and/or the highest executive official of the public government entity 20 

to meet with the annual winners of the Public Employee Salute to express his gratitude 21 

and congratulate the winners. 22 

XVI. ALTERNATIVE STATE APPLICATION PROGRAM (ASAP) 23 
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 UPEA members are committed to the fostering of diversity within the state 1 

workforce.  The state of Utah has the ASAP program, which is designed to appoint 2 

qualified persons with disabilities through an on-the-job examination period.  An 3 

applicant to the ASAP has to prove disability, meet the minimum qualifications of the 4 

job, and complete a period of on-the job-training in a non-merit capacity.  Upon 5 

completion and successful performance the applicant is given a merit standing, and 6 

placed in a 12 month probationary status.  UPEA leadership and staff will encourage the 7 

use of the ASAP process and also encourage other governmental entities to develop 8 

similar programs. 9 

XVII. WORKPLACE BULLYING 10 

 UPEA members believe in a workplace that is safe, productive, and supportive of 11 

individual rights.  Members are concerned about the harmful effects of workplace 12 

bullying.  UPEA members are opposed to threatening and demeaning behavior, which 13 

reduces workplace productivity.  UPEA leadership and staff will encourage state, higher 14 

education, and local government officials to provide realistic funding and to train 15 

management and employees about the prevention and reporting of workplace bullying. 16 

MERIT LAWS AND PERSONNEL 17 

I. MERIT PROTECTION 18 

One of the core principles of UPEA is to safeguard the career service system 19 

protections for all of its’ members.  There have been serious discussions and plans by  20 

certain state officials to propose drastic modifications to the state merit system.  Members 21 

of UPEA believe attempts to undermine the state merit system would have a negative 22 
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impact on the merit systems in other UPEA jurisdictions.  UPEA leadership and 1 

management should use whatever means at their disposal to combat any attacks on the  2 

merit systems of all members.  This would include but not be limited to legal action, 3 

political action, legislative lobbying, information, and public relations campaigns. 4 

Currently, the state, higher education, state court system, county, city, and 5 

independent special service district employees are each subject to different merit laws 6 

and personnel regulations.  Further, many existing merit laws and personnel regulations 7 

are so general and discretionary in scope that different supervisors have interpreted the 8 

laws/legislation/policies in conflicting and contradictory manners.  This ambiguity and 9 

inconsistency causes confusion and distrust among employees. 10 

UPEA shall make every effort to see these revised and consolidated laws and 11 

regulations are implemented and uniformly applied.  12 

UPEA supports the following: 13 

II. UNIFORM MERIT LAWS FOR HIGHER EDUCATION 14 

It is UPEA’s goal that higher education classified employees be brought under 15 

uniform merit laws and personnel procedures.  Benefits comparable to those of other state 16 

employees shall be set up for higher education employees. 17 

UPEA will vigorously lobby the legislature to require the Board of Regents 18 

implement a uniform personnel plan they committed to implement in 1990, and have this 19 

plan apply to all institutions of higher education in the state system. 20 

III. REHIRED EMPLOYEES 21 

UPEA supports the following policies:  22 

 a. The probationary period for all rehired employees shall be waived if the 23 
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employee is rehired to his or her former position within twelve (12) 1 

months. 2 

 b. Credit for prior service shall be given by reinstating benefits and leave 3 

accrual at the same rate the employee was earning at the time of 4 

termination regardless of the position they are rehired to fill. 5 

IV. JOB RECRUITMENT PROCEDURES 6 

UPEA shall investigate and take necessary action: 7 

a. To develop a method whereby all vacancies in public employment are 8 

properly circulated and posted among all cities, counties, agencies and 9 

institutions (including higher education) of the state; 10 

b. To insure qualified employees or former employees are given equal 11 

opportunity to compete for vacant positions by being certified to the 12 

requesting agency along with other qualified applicants; 13 

c. To allow transfers among counties, cities, and agencies and institutions of 14 

the State of Utah, including higher education and the court system, 15 

without losing benefits, accrued vacation, or sick leave. 16 

V. OUTSIDE EMPLOYMENT OR ACTIVITIES 17 

 UPEA opposes efforts to impose unreasonable restrictions on outside 18 

employment or activities of its members. 19 

VI.        PERFORMANCE APPRAISALS 20 

Since present systems for evaluating the annual performance of public employees 21 

are very subjective and frequently result in performance appraisals which are arbitrary, 22 

capricious, and unreasonable, UPEA shall pursue establishing a performance system, 23 
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which is fair, effective, and reliable for both UPEA members and employers. 1 

VII. REDUCTION IN FORCE 2 

UPEA shall monitor "RIF" actions in all jurisdictions.  In areas with no uniform 3 

procedures, UPEA shall endeavor to establish a policy to insure "RIF" actions are fair, 4 

equitable, and protect the rights of UPEA members to the fullest extent.  Where 5 

violations occur, UPEA shall take such legal or appropriate action as the Board, in 6 

consultation with the Executive Director, deems in the best interests of UPEA. 7 

VIII. COUNTY PERSONNEL MANAGEMENT ACT 8 

UPEA will develop legislation for consideration in the 2015 Legislative Session 9 

which would ensure the County Personnel Management Act protects merit principles for 10 

all County employees regardless of workforce size. 11 

There was a recent proposal to change a number of “professional” merit positions 12 

to non-merit status in Salt Lake County.  UPEA believes in a strong merit system for all 13 

its members.  UPEA leadership and staff will utilize every political and legal means to 14 

protect and foster the merit system within the County Personnel Management Act. 15 

PAY AND CLASSIFICATION 16 

 Utah public employees are statutorily entitled to fair and equal pay and to benefits 17 

commensurate with market standards; the foregoing are necessary to attract and keep 18 

qualified effective employees.  UPEA endorses and supports true merit principles which 19 

foster quality public services. 20 

 UPEA supports the following: 21 

I. COST-OF-LIVING AND SALARY ADJUSTMENTS 22 

UPEA shall recommend to the 2015 Legislature and to city, county, and higher 23 
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education jurisdictions that there be a fair distribution of cost-of-living adjustments.  In 1 

years when salary adjustments are dependent on a salary survey, UPEA shall insure the 2 

survey is conducted and implemented in a fair and truly representative manner. 3 

UPEA shall work with DHRM and appropriate legislative avenues to identify and 4 

fund adjustments that resolve compensation discrepancies for state and quasi-state 5 

employees, and more aggressively pursue merit and cost-of-living increases so that 6 

market analysis are met and future erosion of compensation levels does not occur. 7 

II. MERIT INCREASES 8 

The UPEA State Board shall complete a thorough review of the present guidelines 9 

for granting merit increases.  A comprehensive merit package shall be proposed.  This 10 

merit package shall include, at a minimum, the following: 11 

 a. a standardized salary and merit plan for the state, its agencies, and all of its 12 

political subdivisions and institutions. 13 

 b. provisions for qualified, permanent, part-time employees to receive a 14 

standard salary advancement pro-rated on the individual work schedule, 15 

on an annual basis. 16 

III. LONGEVITY 17 

 a. The Board shall direct the Membership Services and Public Relations 18 

Committee to provide criteria to governmental agencies for recognizing 19 

long-term employees with a specific monetary award based on length of 20 

service.  This award shall be called a performance bonus. 21 

IV. PROMOTION AND LICENSING REQUIREMENTS 22 

  a. UPEA supports, in addition to traditional criteria for professional 23 
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licensing, on-the-job training, related experience, education, and 1 

demonstrated ability qualify as eligibility criteria for promotion to the 2 

administrative level. 3 

 b. UPEA supports equitable, clear, and fair licensing laws, and opposes 4 

proposed laws which deny fair treatment to public employees by 5 

unreasonably requiring specific advanced degrees or formal education 6 

without provision for substitution of appropriate training, classroom 7 

instruction, and work experience or consideration of other relevant factors. 8 

V. PAY AND CLASSIFICATION 9 

 UPEA shall continue to monitor personnel activities, to include: 10 

  a. a classification review of job responsibility; 11 

 b. the proper title for each job classification; 12 

 c. the adoption of career ladders where needed; 13 

 d. differential pay for shift work; 14 

 e.  hazardous duty pay; 15 

 f.  position upgrading with additional responsibilities for persons who 16 

become overqualified in their positions.  Job specifications and 17 

responsibilities shall be defined in writing. 18 

UPEA endorses protection of job classifications by status, salary and title.  UPEA 19 

shall monitor any reclassification or reorganization action taken and secure a procedure 20 

by which UPEA members adversely affected can officially grieve, consistent with UPEA 21 

representation policies.  22 

VI. RECLASSIFICATION 23 
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Reclassification of positions by the State Department of Human Resource 1 

Management may result in upgrading to a higher pay structure.  But upgrades do not 2 

always result in additional pay or benefits by some departments.  Some employees are 3 

moved from longevity positions, causing them to lose pay increases when reclassified.  4 

Therefore, UPEA should: 5 

a. work to end this practice of state classification to a higher position without 6 

  financial gain; and 7 

b. work to compensate State employees, who have been upgraded in the past, 8 

without receiving a pay increase. 9 

VII. PROGRAM FUNDING 10 

Recent political conditions have caused a serious deterioration of government 11 

services.  Some lawmakers have consistently ignored the circumstances required to 12 

maintain quality and effective service to the Utah citizens. 13 

We are committed to supporting priority programs that are adequately staffed and 14 

adequately funded to provide quality and effective service to the public. 15 

UPEA consistently opposes continuing and creating programs that are 16 

inadequately funded or inadequately staffed. 17 

Furthermore, UPEA opposes budget cutbacks that result in fewer staff with no 18 

cutbacks in service and adamantly opposes creating or expanding programs and hiring 19 

new employees until adequate compensation has been agreed upon for existing UPEA 20 

members employed in any such circumstance. 21 

UPEA shall work with departments within state government and/or all of the 22 

state's subdivisions to secure financial balance between goals, objectives, and employee 23 
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needs.  This effort will better equalize the workload among public sector workers and 1 

improve compensation for services rendered.  UPEA will oppose outsourcing of jobs out 2 

of state and overseas.  These jobs would best be kept in Utah and given to people who are 3 

currently in need of employment or on our welfare rolls.  The net effect of taking this 4 

stand would be to decrease the unemployment in Utah, increase our tax base and reduce 5 

the demand on our welfare rolls. 6 

VIII. COMPARABLE WORTH 7 

UPEA supports implementing the comparable worth concept in all facets of 8 

public employment. 9 

IX. HIGHER EDUCATION, MEDICAL INSTITUTES, AND MEDICAL 10 

SCHOOLS SALARY ACT 11 

UPEA supports legislation establishing a Higher Education, Medical Institutes, 12 

and Medical Schools Salary Act similar to the State Pay Plan which will make it illegal to 13 

use personnel services appropriations for any purpose other than personnel services. 14 

X. COMPENSATION 15 

Public employees of the State of Utah are paid at lower levels than neighboring 16 

states for similar, or near identical work.  The Department of Human Resource 17 

Management should study and formulate recommendations to compensate employees for 18 

their service.  Compensation plans should include comparisons with wages paid in other 19 

comparable public and private employment within this state, and other states similarly 20 

situated. 21 

The recent Hay Group study on state employee compensation found that 22 

employee cash compensation lags behind the market by at 10.5% and employees have not 23 
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received a merit increase since 2001.  UPEA is committed to the concept of fair and 1 

equal pay. UPEA leadership and management will continue to work toward acquiring a 2 

fair and equal cash compensation system while preserving a reasonable benefit package 3 

for all members. 4 

XI. HIGHER EDUCATION PAY COMPENSATION 5 

 Higher Education UPEA members of the State of Utah are paid at lower 6 

levels than neighboring states, and below in-state market for similar, or near identical 7 

work.  UPEA shall lobby the Legislature to conduct staff salary surveys, and compare the 8 

results to similarly situated institutions within the state and region, and make appropriate 9 

adjustments. 10 

XII. HIGHER EDUCATION COMPENSATION DIVISION 11 

Higher Education UPEA members of the State of Utah are facing substantial 12 

health insurance benefit cost increases which come out of each employee’s salary.  UPEA 13 

shall lobby the Legislature to separate pay compensation from benefits for the Higher 14 

Education, and all other public employees’ funding processes. 15 

XIII. EXCESS FUNDS 16 

 The recent Hay Group study on state employee compensation found that 17 

employee cash compensation lags behind the market by at least 10.5%.  It is anticipated 18 

there may be future savings from changes to Program I and Program II post retirement 19 

medical programs, pension reform, and health insurance premiums.  UPEA is committed 20 

to increasing employee cash compensation.  UPEA leadership and management will work 21 

with the Governor’s Office and the Legislature to ensure that any savings and excess 22 

benefit funds be placed in employee cash compensation. 23 
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XIV. COMPENSATION STEERING COMMITTEE 1 

 UPEA is committed to improving the compensation of all members.  UPEA staff 2 

has participated in numerous committees and study groups to provide input concerning 3 

member compensation.  The Utah Department of Human Resource Management has 4 

formed a steering committee to study the state compensation system and has requested 5 

UPEA staff represent its members on this committee.  The steering committee will, 6 

among other things, develop work groups, review potential legislation, hire a consultant 7 

to review benchmarks, and develop a process to study agency “hot spot” job 8 

classifications.  UPEA staff should participate on the state compensation steering 9 

committee and the UPEA Executive Director should provide the Advisory Council and 10 

the State Board with periodic reports and updates. 11 

INSURANCE  AND RETIREMENT 12 

It is the policy of UPEA to promote superior insurance and retirement programs 13 

for its members.  Superior benefit programs will foster superior, career-oriented public 14 

employees.  The following benefits and programs shall be sought for UPEA members: 15 

 The Insurance and Retirement Committee shall complete a comprehensive 16 

insurance and retirement package to be proposed to the Legislative Committee. 17 

It has been suggested that Utah’s public employees be insured through private 18 

insurance companies rather than through PEHP. The vast majority of UPEA members 19 

have PEHP as their insurance provider, and it has been shown that PEHP’s administrative 20 

costs are significantly lower than their private counterparts. UPEA leadership and 21 

management will use all legitimate means to preserve and protect the current status of 22 

PEHP. 23 
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The PEHP Summit, Advantage, and Preferred traditional prescription coverage 1 

has an out-of-pocket maximum of $3,000 per individual per plan for preferred drugs; and 2 

a $3,600 individual per plan for specialty drugs. The PEHP prescription out-of-pocket 3 

maximum is separate from the medical out-of-pocket maximum. The Hay Group showed 4 

that having a separate out-of-pocket maximum on prescription coverage is not typical for 5 

either public or private employers in the market. UPEA leadership and management will 6 

work with PEHP and the legislature to combine the separate out-of-pocket maximums for 7 

these plans.  8 

I. TERMINALLY ILL EMPLOYEES 9 

UPEA supports the adoption of fully-paid health and life insurance plans for 10 

UPEA members diagnosed as terminally ill, with coverage maintained until death of the 11 

member regardless of payroll status. 12 

II. RETIREMENT BENEFITS AND PROGRAMS 13 

a. UPEA opposes the present life insurance policy after retirement.  The 14 

Legislative Committee shall propose legislation to obtain a uniform policy 15 

allowing UPEA members to continue the same life insurance coverage 16 

after retirement.  After age sixty-five (65), the policy should be adjusted 17 

annually with any cost-of-living received.  UPEA shall also work with 18 

PEHP to provide adequate dental, medical, and vision insurance coverage 19 

for retirees at a reasonable cost after the retirees 65
th

 birthday. 20 

b. UPEA shall continue efforts to permit a 25-year retirement without benefit 21 

loss or reduction.  All public employees should have the option to retire 22 

with 25 years of service. 23 
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 [b] c. State statutes or local ordinances should be initiated to require all future 1 

retirement actuarial excess be used for enhanced compensation and 2 

benefits. 3 

 [e] d. UPEA advocates retirement preparation education for active UPEA 4 

members. 5 

 e.       UPEA advocates change in statute to entirely eliminate actuarial penalties 6 

for retirement after age sixty (60). 7 

 f.  Prior to 1990 public employees who retired did not receive a 2% for all 8 

years’ calculation for all years of service.  UPEA will work for legislation 9 

to correct this inequity and assure those employees affected a 2% benefit 10 

for all remaining years. 11 

III. MEDICAL INSURANCE AFTER RETIREMENT 12 

UPEA shall work with the Utah State Retirement Office, the Legislature, and 13 

local political officeholders to provide a sick leave conversion benefit for city, county, 14 

and higher education employees as well as state employees.  This would create an equal 15 

balance for all public employees in the State of Utah in regard to health insurance 16 

coverage at the time of retirement.  These entities should work to establish the following: 17 

 a. All retiring UPEA members and their covered dependents should have the  18 

  option of continuing medical and hospitalization insurance at a cost to the  19 

  member equal to or less than at retirement, if not covered under another  20 

  insurance plan, or at a reduced rate for those covered under Medicare. 21 

 b. UPEA shall seek changes in sick leave conversion policies to include the  22 

  following: 23 
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  1. If a UPEA member dies, unused sick leave should be allowed to be 1 

   converted to paid-up health insurance for the surviving spouse and  2 

   dependents; 3 

  2. If a retiree, having converted accumulated sick leave to paid-up  4 

   health insurance, dies prior to using all the paid-up health   5 

   insurance, it shall continue in force for the spouse and/or   6 

   dependents until paid-up insurance expires; 7 

  3. Any additional unused sick leave remaining after the retiree  8 

   reaches the age of 65 shall be used to fund Medicare   9 

              Supplement premiums until all unused sick leave has been   10 

   exhausted.  The coverage should be the same as carried at   11 

   retirement. 12 

IV.  PUBLIC SAFETY RETIREMENT 13 

The Public Safety Retirement Act should provide for a cost-of-living adjustment 14 

consistent with the general public service retirement and should provide the individual 15 

retiree the option of having portability and equal retirement benefits among the retirement 16 

groups of the Association. 17 

[III] V.  VETERANS RETIREMENT CREDIT 18 

UPEA members who are veterans employed by the State or a political subdivision should 19 

receive a maximum of four (4) years of retirement credit without cost.  However, 20 

if a member/veteran continues career military service from which he or she will 21 

receive military retirement, no credit should be allowed.  Any veteran employee 22 

should be allowed to purchase up to four (4) years of service credit and should be 23 
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responsible for making those arrangements with the Utah State Retirement Office 1 

regardless of any other policy. 2 

[IV] VI.   INSURANCE ADVISORY COMMITTEE 3 

 a. It shall be the policy of UPEA to maintain adequate representation on all 4 

 city, county, and state committees concerning employee insurance 5 

 benefits. 6 

 b. Necessary steps should be taken to improve service and cost effectiveness 7 

 of the Public Employee Health Program. 8 

 c. UPEA shall attempt to have proposed changes in the Insurance Program 9 

 advertised to UPEA members at least sixty (60) days prior to the 10 

 implementation of the changes. 11 

[V] VII.   DEATH BENEFITS 12 

 All institutions and political subdivisions shall: 13 

 a. Have equitable death benefits as provided under the Public Safety 14 

 Retirement Act.  Surviving dependents shall have the option of continuing 15 

 the same group medical and hospitalization insurance coverage upon 16 

 payment of the insurance premium equal to or less than that at retirement 17 

 b. Provide the same death and survivor benefits of the Utah State Retirement 18 

 System for single individuals as for members with spouses and dependent 19 

 children by allowing payments to go to a designated beneficiary. 20 

[VI] VIII.   PUBLIC SAFETY PERSONAL PROPERTY LOSS 21 

Peace officers, protective services employees, and corrections employees' duty 22 

assignments require enforcement of enacted laws.  Retaliation does occur against peace 23 
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officers, protective services employees, and corrections employees’ personal property as 1 

a result of performance of their duties; however, most don't have 100% insurance 2 

coverage on exposed personal properties.  The result is that Utah peace officers, 3 

protective operations employees, and corrections employees experience personal property 4 

losses in the performance of their duties and are in need of a program to be created to 5 

cover losses not covered by individual insurance policies. 6 

[VII] IX. HIGHER EDUCATION HEALTH INSURANCE PREMIUMS 7 

UPEA staff will work with the Board of Regents and the Legislature to seek 8 

solutions to the current problem of escalating health insurance premiums within Higher 9 

Education. 10 

Higher Education UPEA members of the State of Utah are facing substantial 11 

health insurance benefit cost increases which may come out of each employee’s salary.  12 

UPEA shall research whether all Higher Education institutions, mental health facilities, 13 

municipalities, and counties can be brought into one insurance plan or be combined with 14 

other state employees’ health insurance plans without increasing the costs to the present 15 

risk pool members. 16 

[VIII] X. PROTECTION OF DEFINED BENEFIT PLAN 17 

 The UPEA Board of Directors and the UPEA Executive director shall utilize any 18 

available political, legal, and financial resources to preserve and protect the defined 19 

benefit plan as currently operated.  20 

[IX] XI. EMPLOYEE BENEFITS EDUCATION 21 

 UPEA sees a need to educate members on the various benefits offered through 22 

their employer, such as retirement, health plans, leave, and other items of total 23 



 25 

compensation. Technology lends itself to develop and sponsor educational programs for 1 

our members through benefit fairs, seminars, open houses, webinars, and printed articles. 2 

UPEA will develop a series of educational programs, in cooperation with other entities, 3 

to explain the content and value of the various benefits offered to UPEA members. 4 

 Utah statute was updated during the 2011 Legislative Session to allow new 5 

employees hired after July 1, 2011, in the Utah Retirement System Tier II retirement plan 6 

to have up to one year to make their selection of either participating in the Tier II 7 

contributors hybrid (defined benefit/defined contribution option) or in a defined 8 

contribution only option. Some employees do not know how long they will be employed 9 

by a public entity and may have a difficult time deciding between the hybrid and the DC 10 

option in the  11 

Tier II retirement plan. UPEA leadership and management will advocate that URS and 12 

UPEA educate newly hired employees on the differences between the Tier II retirement 13 

options and emphasize the gravity of their decision. 14 

[X] XII. HEALTH INSURANCE PLANS 15 

There are numerous discussions regarding health care reform and proposals to 16 

reduce public employee health benefits. UPEA has a vital interest in protecting the health 17 

benefits for all members.  UPEA will work to protect current health insurance benefits 18 

offered. 19 

UPEA recognizes that a substantial number of members are military veterans and 20 

UPEA desires to provide military veterans with basic information about various benefits. 21 

UPEA staff will develop various low cost programs to inform veterans about basic 22 

benefits and organizations who assist veterans. 23 
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UPEA members consistently have desired choice in selection of their health 1 

insurance plans through PEHP and PEHP currently provides Summit, Advantage, and 2 

Preferred plans including a high deductible option in each plan. UPEA leadership and 3 

management will work to ensure that several health care plans are available for 4 

individuals to choose from based on their own economic, health, personal, and family 5 

circumstances. 6 

[XI] XIII. UPEA is vitally interested in maintaining PEHP as a health insurance 7 

provider and wants to keep PEHP informed about member’s insurance needs and issues. 8 

Currently, UPEA has two [three] seats on the URS Membership Council. UPEA staff and 9 

leadership will work with PEHP to develop a PEHP Advisory Committee to be composed 10 

of major stockholders. 11 

[XII. UPEA is committed to enhance and improve pre-retirement programs for all of 12 

its’ members.  The federal government has a legislatively mandated program called 13 

Phased Retirement that permits working employees who are eligible to retire, to 14 

voluntarily work half time and receive a partial retirement benefit.  Utah Retirement 15 

System has proposed and passed legislation (Senate Bill 19 sponsored by Senator Todd 16 

Weiler) that permits eligible employees to participate in a Phased Retirement program.  17 

UPEA should formally endorse the Phased Retirement program and support and assist in 18 

the implementation of the program.] IR-1 19 

INTERNAL ORGANIZATION 20 

UPEA shall keep its members informed on issues and actions of elected officials 21 

directly pertaining to public employees.  UPEA encourages member political and 22 

legislative involvement.  Fact sheets, [outcomes on bills where UPEA has taken a 23 
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position, and complete lists and contact information for] legislators’ voting records on 1 

bills for which UPEA has taken a position, and lists of legislators and city and county 2 

officials shall be distributed by the State Board. 3 

UPEA will publish on its website a Legislative summary listing UPEA 4 

recommendations[.] and each legislators vote.  5 

I. POLICY AND PLATFORM 6 

It is the consensus of General Council delegates that the policies of the 7 

Association should be presented in a Platform for our consideration (as opposed to the 8 

Resolution format) at all subsequent Councils.  Furthermore, it is recommended that the 9 

Standing Committee on Resolutions, consistent with the UPEA Bylaws, hereafter 10 

formulate the Policy and Platform with the assistance of other bodies and Committees of 11 

the Association as necessary. 12 

It shall be the responsibility of the Resolutions Committee to present to the State 13 

Board, at the next regularly scheduled meeting following General Council, a list of the 14 

directives contained in the Policy and Platform Statement and an agenda outlining 15 

reasonable deadlines for their implementation.  A written progress report shall be 16 

prepared quarterly by the Resolutions Committee and presented to the State Board and 17 

published in the UPEA newsletter.  The General Council delegates will receive a 18 

summary of accomplishments from the State Board at least thirty (30) days prior to the 19 

next General Council. 20 

II. LEGISLATIVE COMMITTEE 21 

The First Vice-President will organize the Legislative Committee to begin its 22 

work within one month after General Council, and continue to chair the Committee until 23 
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the close of the next annual legislative session.  The Legislative Committee shall take 1 

direct responsibility for the formulation of the UPEA legislative program with 2 

appropriate support provided by UPEA staff.  The Committee shall include 3 

representatives from throughout the State. 4 

III. OFFICER TRAINING 5 

 There shall be a comprehensive schedule of year-round training for the State 6 

Board, Advisory Council, and District and Chapter Officers. 7 

IV. MEMBERSHIP INVOLVEMENT 8 

UPEA shall actively solicit member participation in Association committees.  9 

Information concerning Association committee membership shall be made available to all 10 

delegates at General Council, in the UPEA newspaper, through District and Chapter 11 

organizations, and through any other appropriate means.  A list of the chairpersons 12 

selected for committee assignments shall be published in the UPEA newspaper as each 13 

committee is organized. 14 

V. CLASS ACTION LAWSUITS 15 

 The State of Utah provides services through its employees that are controversial, 16 

dangerous, and have inherent risks of liability (e.g. Law Enforcement, Recovery Services, 17 

Corrections, Division of Child and Family Services, Mental Health, etc.).  The interests 18 

and well-being of State workers and the interests of the government that employs them 19 

may be mutually exclusive.  It is becoming common for Departments and Divisions of 20 

government, to be challenged in court by class action lawsuits, and such lawsuits may 21 

generate penalties to workers and create hostile work environments in the affected 22 

agencies.  Efforts by the court and government to resolve said lawsuits leaves State 23 
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workers without voice or advocate in the process, and may impose punitive and abusive 1 

conditions including attacks by both sides on workers that demean and vilify them 2 

unjustly.  The counsel for the Utah Public Employees’ Association will make itself party 3 

to all class action lawsuits that question the activities of 50 or more UPEA members by 4 

amicus brief upon the request of any affected UPEA member, with approval of the 5 

Advisory Council or State Board.  The Utah Public Employees’ Association will remain 6 

involved in all court and administrative efforts to resolve said lawsuits to insure accurate 7 

information is provided, and that UPEA members are protected. 8 

VI. LEADERSHIP TRAINING 9 

There are numerous UPEA leadership changes every year at the chapter, district, 10 

Advisory Council, and State Board of Directors level.  New leaders need to be made 11 

aware of all the facets of UPEA including fiscal management, internal policy and 12 

procedures, and laws governing UPEA. There are numerous vehicles to deliver training 13 

to our new leaders such as seminars and internet sites. A Leadership Training program 14 

will be developed under the UPEA State Board of Directors supervision, and in 15 

coordination with UPEA staff, to train new leaders of UPEA. 16 

UPEA has a core group of members who are employed by local governments and 17 

is committed to expanding representation for local employees. The UPEA State Board of 18 

Directors and the Executive Director will develop and oversee a taskforce which will 19 

study how to expand recruitment and organizing of local government employees on a 20 

statewide basis.  21 

UPEA is vitally interested in maintaining communications with all members and 22 

the community, especially those who live in rural areas and UPEA would like to improve 23 
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communications with its members and the community in rural areas. In order to foster 1 

improved communications with UPEA members and the community in rural areas, a 2 

program will be developed to identify key media outlets such as radio, newspapers, and 3 

social media in order to inform members and the community about the efforts and 4 

accomplishments of UPEA. A small working group should be selected by the Executive 5 

Director and a report made to the UPEA State Board of Directors by October 2014. 6 

[VII. UPEA has a substantial number of dues paying members who are retired.  A large 7 

part of UPEA’s mission is to educate and inform its members with information 8 

concerning health, financial, political, travel, and other pertinent information.  UPEA 9 

staff shall submit a plan to the State Board by October 1, 2016, that outlines an 10 

information program for retired members that will include presentations and information 11 

from UPEA vendors and sponsors.]  IO-1 12 

[VIII. UPEA received its revenue through payroll deduction of dues.  Some states have 13 

limited the ability of labor organizations and other employees groups to deduct their 14 

membership dues through payroll deduction.  During the recent 2016 Legislative Session, 15 

House Bill 173, Payroll Deduction for Union Dues, was introduced, which would have 16 

significantly impacted UPEA’s ability to collect membership dues.  The UPEA State 17 

Board of Directors shall create a taskforce to study UPEA’s current process of collecting 18 

membership dues by payroll deduction.  The taskforce will also review other options for 19 

collecting membership dues and report its findings, with any recommendations, to the 20 

State Board by November 30, 2016.]  IO-2 21 

RESTATED ARTICLES OF INCORPORATION AND BYLAWS 22 

The UPEA State Board shall ensure that the Bylaws of the Association are at all 23 
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times consistent with the Restated Articles of Incorporation. 1 

I. STANDING COMMITTEE RESPONSIBILITIES 2 

Each standing committee's specific responsibilities and duties are as follows 3 

 a. Develop plans of action for resolutions passed at the most recent session  4 

  of UPEA General Council that pertain to public employee matters relevant 5 

  to the committee. 6 

 b. Submit a report outlining resolutions that have passed previous sessions of 7 

  UPEA General Council pertaining to public employee matters relevant to  8 

  the committee.  The committee shall submit these "older" resolutions at  9 

  UPEA General Council in the form of a report on actions taken by UPEA  10 

  and the success/failure of these UPEA actions. 11 

 c. Send to the UPEA Resolutions Committee resolutions pertaining to  12 

  matters relevant to the committee to be submitted at the next General  13 

  Council. 14 

 d. Send to the UPEA Legislative Committee issues pertaining to matters  15 

  relevant to the committee that require legislative action. 16 

 e. Send to the UPEA Advisory Council Committee (for approval) matters the 17 

  Insurance and Retirement Committee would like to have addressed by the  18 

  Utah State Retirement Office. 19 

 f. Other duties as assigned to the committee by the UPEA Advisory Council  20 

  or UPEA State Board pertaining to relevant committee matters. 21 


