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INTRODUCTION 

Pursuant to s. 230.12(1)( a)3., Wis. Stats., provisions governing salary transactions for 
nonrepresented classified employees are contained in this Compensation Plan. Pay provisions 
currently contained in this Section (Section A) of the Plan include General Wage Adjustments; 
Annualized General Wage Adjustments; Relocation Incentive Awards; Progression Adjustments 
for Certain Nonrepresented Classifications; Pay on Survey Regrade; Supplemental Pay and 
Overtime Compensation. 

Certain other compensation provisions, such as those relating to employer payments toward 
health insurance and retirement contributions, are contained in the Plan pursuant to s. 40.05, Wis. 
Stats. 

1.00 Coverage 

The provisions of this Section (Section A) apply to all project employees and all 
permanent employees in the classified service who are not covered by a collective 
bargaining agreement: 

(a) A "permanent employee" is a person who is an employee as a result of an 
appointment to a position in which permanent status can be attained, whether or not 
the employee has attained permanent status. 

(b) A "project employee" is a person who is an employee as a result of an 
appointment to a project position under conditions of employment which do not 
provide for attainment of permanent status. All project employees in the classified 
service are covered by this Plan. 
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2.00 Base Pay Adjustments and Lump Sum Awards for Fiscal Years 2009-2010 and 2010-
2011 

2.01 General Wage Adjustment (GWA) and Annualized GWA 

There will be no GW A or Annualized GW A in either year. 

2.02 Relocation Incentive Awards 

(1) Effective Dates and Amounts. Noncumulative Relocation Incentive Awards 
may, at the discretion of the appointing authority, be granted to employees 
who relocate, pursuant to s. 20.917(1)(a) and (b)., Wis. Stats., as a result of 
promotion or transfer. Noncumulative Relocation Incentive Awards will be 
granted in the form of one time payments in any whole dollar increment up to 
an amount equal to 125% of the monthly minimum specified in the applicable 
Compensation Plan for the pay range to which the employee's new position 
classification is assigned. The award must be approved at the time of 
appointment. The appointment letter will specifY the amount of the award and 
indicate that approval is contingent upon reimbursement for his or her moving 
expenses. The award may be paid at any time within three months after the 
employee has received such reimbursement. 

(2) Eligibility. Permanent employees covered by this Section (Section A) who 
meet the eligibility criteria for moving expense reimbursement under s. 
20.917(1)(a) and (b), Wis. Stats., are eligible for Relocation Incentive Awards 
provided the employing agency has written criteria approved by OSER, 
Division of Compensation and Labor Relations. These criteria must ensure 
that relocation incentive awards will be distributed in a uniform manner 
throughout the agency or employing unit. 

(3) Funding. These awards are funded from each agency's salary line 
appropriation. 

2.03 Progression Adjustment for Certain Nonrepresented Classifications 

(1) Eligibility. All permanent and project employees in positions allocated to 
classifications specified in (2) below, will be eligible for a base-building 
progression adjustment, except as follows: 

(a)' An employee whose base pay rate is equal to or greater than the 
appropriate threshold stated in (2) below. 

(b) An employee who'has received an unsatisfactory perform::mce evaluation 
within six (6) months prior to the granting date. The denial of a 
progression adjustment based upon unsatisfactory performance is not 
grievable under s. 230. 12(5)(c), Wis. Stats. Employees must be notified' 
of the unsatisfactory performance in writing, and will receive a new 
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perfonnance evaluation within six (6) months, or prior to the next 
scheduled progression adjustment date, whichever is sooner. The 
written notification(s) will include: 

1) Details of each occurrence of unsatisfactory perfonnance; 

2) Identification of goals and expectations stated in tenns that are 
measurable and which specify how expectations are to be 
accomplished; and 

3) Upon satisfactory completion of the goals and expectations, the 
supervisor will provide the employee with written notification of 
satisfactory perfonnance. 

(c) An employee who has already received two (2) progression adjustments 
in any position(s) under 2.03 of this Section (Section A). 

(d) An employee who has previously received the maximum number of 
possible progression adjustments for the employee's classification, 
taking into account progression adjustments received while in any 
position(s) under this or any similar progression adjustment system 
provided by collective bargaining agreements. For the purpose of this 
eligibility, "any similar progression adjustment system" shall be defmed 
as any progression system that provides one or two time annual per hour 
rate adjustments (i.e., not providing specific pay rates, except for a 
maximum adjustment rate). 

(2) Amount. 

(a) An eligible employee in a position allocated to one ofthe following 
classifications will receive a two-time progression adjustment of $1.20 
per hour on the granting date, subject to the pay range 81-03 minimum. 

1) Accountant-Confidential 
2) Equal Opportunity Program Specialist 
3) Executive Equal Opportunity Specialist 
4) Executive Human Resources Specialist 
5) Human Resources Specialist 
6) IS Support Technician-Confidential 
7) IS Professional-Confidential 

(b) An eligible employee in a position allocated to one of the following 
classifications will receive a one-time progression adjustment of $1.20 
per hour on the granting date, subject to the pay range 81-03 minimum. 

Revised April 11, 2010 
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1) Budget and Policy Analyst-Agency 
2) Budget and Policy Analyst-Division 
3) Employee Benefit Plan Policy Advisor-Entry 
4) Ethics Specialist 
5) Institution Human Resources Director 
6) UW Human Resources MaJ;lager 

(c) An eligible employee in a position allocated to Payroll and Benefit 
Specialist-Confidential will receive a two-time progression adjustment 
of $1.00 per hour on the granting date, subject to the pay range 81-04 
minimum. 

(d) .. The individual increase limit provided in s. 230.12(5)(d), Wis. Stats., 
does not apply to progression adjustments granted pursuant to provisions 
of 2.03 ofthis Section (Section A). 

(e) An employee may not, for any reason, receive more than two (2) 
progression adjustments under 2.05 of this Section (Section A). 

(3) Granting Date. 

(a) Progression adjustments for eligible employees will be awarded based on 
the employee's State service seniority date. Seniority dates will be 
adjusted (for progression adjustment purposes only) for absence from 
employment of more than one hundred and seventy four (174) work hours 
during the period between seniority dates, approved leaves of absence, 
layoff, and resignation. Adjustment of seniority for the aforementioned 
reasons may be waived at the discretion of the appointing authority. 

(b) Progression adjustments will be effective on the first day of the pay 
period following the employee's seniority date. If the employee's 
seniority date occurs on the first day of a pay period, the progression 
adjustment will be effective on that date. 

(c) An employee who is ineligible for the progression adjustment due to 
unsatisfactory performance will receive the progression adjustment 
effective the first day ofthe pay period following the employee's receipt 
of the written satisfactory performance evaluation. An employee will 
not be allowed to receive more than one progression adjustment on a 
granting date due to such a delay. 

2.04 Discretionary Compensation Adjustment (DCA) 

Discretionary Compensation Adjustments (DCAs) shall be granted in accordance 
with Section J of this Plan. 

Revised April 11, 2010 
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3.00 Pay on Regrade 

3.01 Individual Position Reallocation or Reclassification 

Pursuant to s. 230.09(2)(f), Wis. Stats., the pay rate of an incumbent who is 
regraded as a result of position reallocation or reclassification will be adjusted as 
provided in this Section (Section A), and Sections E and I ofthis Plan. This 
supersedes s. ER 29.03 (3), Wis. Adm. Code. 

3.02 Compensation and/or Classification Surveys 

The OSER Director may, without prior approval of the Joint Committee on 
Employment Relations (JCOER), establish provisions for determining the pay rate 
of a regraded employee whose position is reallocated as a result of a compensation 
survey and/or a classification survey under s. 230.09(2)(b), Wis. Stats., if such 

. provisions are necessary to avoid the creation of pay anomalies. The OSER 
Director may also, for surveys, waive the increase of 8.0% of the new pay 
range minimum for regrades due to reallocations to a higher classification or 
series level, provided in Sections E and I of this Plan. This authority is subject to 
the following: 

(1) The pay on regrade for survey reallocations involving only nomepresented 
employees is authorized only for regrade as a result of position reallocation to 
the same, counterpart or higher pay range and will not exceed 8.0% of the new 
pay range minimum, subject to the maximum of the new pay range. 

(2) The pay on regrade authorized by 3.02 of this Section (Section A) will not 
exceed the greater of the following: 

(a) the amount negotiated pursuant to s. 111.91, Wis. Stats., for similarly 
situated represented employees in the same occupational group who are 
covered by the same compensation and/or classification survey; or 

(b) 8.0% of the applicable pay range minimum. 

(3) The cost of any adjustments provided under (1) above, may be supplemented 
under s. 20.928, Wis. Stats., as appropriate, with respect to funding source. 

(4) The individual increase limit provided in s. 230.12(5)( d), Wis. Stats., does not 
apply to base pay adjustments granted pursuant to 3.02 of this Section (Section 
A). 

3.03 Surveys with Different Implementation Dates 

The provisions of 3 .02 of this Section (Section A) will apply to situations where 
surveys of an occupational group are conducted in stages requiring different 
implementation dates. Any pay adjustments resulting from such application of the 
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provisions of 3 .02 shall be granted on the effective date of full survey 
implementation. 

3.04 Intervening Adjustments 

The intervening Compensation Plan adjustments pursuant to 3.02 of this Section 
(Section A) may be included in determining pay on reinstatement and pay on 
restoration. 

4.00 Overtime, Supplemental, and Holiday Pay 

4.01 Definitions 

(1) Base pay rate. The official hourly rate excludes any overtime or 
supplemental pay. Base pay rate is limited to the pay range maximum; base 
pay rate plus any supplemental pay received is not limited to the pay range 
maximum. 

(2) Exempt. Exempt from the overtime provisions of the Fair Labor Standards 
Act (FLSA). 

(3) Night hours. Work hours between the hours of6:00 p.m. and 6:00 a.m. 

(4) Nonexempt. Subject to the overtime provisions oftheFLSA. 

(5) Nonstandard work period. A regularly recurring period of 336 hours in the 
form of 14 consecutive 24-hour periods which begins on a day of the week 
and time established by the appointing authority. Employees assigned a 
nonstandard work period are those employees who work a fixed schedule of 
more than 40 hours one week and less than 40 hours the next week. 

(6) Overtime hours. For employees assigned a standard workweek, work hours 
in excess of 40 in a standard workweek. For employees assigned a 
nonstandard work period, work hours in excess of 80 hours in a nonstandard 
work period. Each position is considered separately in determining the 
number of work hours for employees occupying more than one position. 
(This definition applies only to employees who are exempt from the overtime 
provisions of the FLSA. Refer to Chapter 520 of the Wisconsin Human 
Resources Handbook [or the definition of overtime as provided by the FLSA 
for nonexempt employees.) 

(7) Premium rate. The straight rate plus .5 times the regular rate paid the 
employee. 

(8) Regular rate. The average hourly rate actually paid the employee as straight 
time pay for all hours worked in the workweek or work period, including all 
remuneration for employment paid to, or on behalf of, the employee, except· 
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any payments specifically excluded from the calculation of the regular rate 
under the FLSA and related federal regulations. 

(9) Responsibility hours. Work hours between the hours of 5:00 p.m. and 7:00 
a.m. 

(10) Standard workweek. A regularly recurring period of 168 hours in the form 
of7 consecutive 24-hour periods which begins on a day of the week and time 
established by the appointing authority. 

(11) Supplemental pay. Pay in addition to the base rate for circumstances not 
reflected in the base pay rate or pay range. Such circumstances are identified 
below under 4.05 - 4.1 0, 4.12 - 4.19, and 4.21 - 4.26. 

(12) Weekend hours. Work hours on Saturday and Sunday. 

(13) Work hours. Work time as directed by the appointing authority during which 
an employee must be on duty and/or at a prescribed place of work. In 
determining overtime hours for nonexempt employees, work hours means 
hours worked as defined in Chapter 520 of the Wisconsin Human Resources 
Handbook. 

4.02 General Policy 

(1) Usage. 
Overtime and supplemental pay is to be held to a minimum consistent with the 
needs of the service. It is the responsibility of each agency to utilize other 
available alternatives before assigning employees to work hours that will 
require such pay. 

(2) Records. All cash overtime and supplemental pay will be separately recorded 
on payroll and will cease to be payable when no longer applicable. 

(3) Application during Absences or Termination. 

(a) Absences. Overtime or supplemental pay, identified under 4.03,4.04, 
4.05,4.06,4.07,4.09,4.10, and 4.11 below, will not be paid to an 
employee absent or on leave with pay (vacation, sick leave, military 
leave, etc.) during the period in which the employee would otherwise be 
scheduled to work. 

(b) Termination. Supplemental pay, identified under 4.08,4.12 - 4.19, and 
4.21 - 4.26 below, will be included in computing lump sum payments 
for leave credit balances upon termination. It will not be included for 
computing cash payments for employees selecting the cash option for the 
fifth week of annual leave (reference s. ER 18.02(5)(b)3., Wis. Adm. 
Code). 
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(4) Salaried Employees. 

Employees who meet the duty and discretion test for exemption from the 
overtime provisions of the FLSA as professional, administrative, or executive 
employees must be paid on a "salary basis" as defined in the federal 
regulations and explained in Chapter 520 of the Wisconsin Human Resources 
Handbook. Exceptions to the requirement to be paid oq. a salary basis may be 
granted by the Administrator, Division of Compensation and Labor Relations. 

4.03 Overtime for Permanent Employees 

Employees are categorized as exempt or nonexempt in accordance with FLSA. 
Refer to the most current "Alphabetical Listing of Classifications" for the normal 
categorization of employees by "class title." Un1~ss an exception applies, for 
purposes of this Section (Section A), employees in titles designated as exempt (E) 
will be treated as exempt and employees in titles designated as nonexempt (N) or 
mixed (M) will be trel;tted as nonexempt. Refer to Chapter 520 of the Wisconsin 
Human Resources Handbook for an explanation of exempt and nonexempt status 
under the FLSA. Refer to Chapter 520 of the Wisconsin Human Resources 
Handbook for information on exceptions to the normal FLSA categorization of 
employees by classification title. 

(1) Overtime for Nonexempt Employees. 

Overtime pay for employees who are nonexempt from the overtime provisions 
of the FLSA will be in accordance with those provisions and related federal 
regulations. Categorizing employees as exempt or nonexempt will be in 
accordance with the FLSA. In general, categorization is based on each 
employee's employment situation with an agency, regardless of the number of 
positions occupied by the employee in the agency. For employees functioning 
in an executive, administrative, or professional capacity, categorization cannot 
be based on the functions performed for the agency in any single workweek or 
work period. Temporary assignments of short duration will not normally 
affect the exempt or nonexempt status of employees. Refer to Chapter 520 of 
the Wisconsin Human Resources Handbook for specific information on the 
overtime provisions and record keeping requirements for nonexempt 
employees under the FLSA. 

(2) Overtime for Exempt Employees. 

(a) The overtime pay status of permanent employees who are exempt from 
the overtime provisions of the FLSA will be determined in accordance 
with the following t~.ble. The table shows the overtime pay status of 

A-9 



Section A - 4.03 

employee groups broken down by Data Processing (DP) Unit Code (Le., 
collective bargaining code). 

OVERTIME PAY STATUS TABLE FOR EXEMPT EMPLOYEES 

GROUP 1 

Confidential (Nonprofessional) 

Supv./Conf. (Nonprofessional) 

Supervisory (Nonprofessional) 

Supv'/Conf. (Professional) 

Supervisory (professional) 

GROUP 2 

Professional Confidential * 

Staff & Management 

Patient Treatment 

Exec & Management 

(97) 

(96) 

(16) 

(98) 

.(17) 

(99) 

(18) 

(10) 

(19) 

Up to the premium rate or up to 
Time off at 1-1/2 times the # of overtime 
hours. (permissive) 
See additional provisions for 
'Limited Circumstances When Supervisors 
Must Receive Overtime Compensation,' 
4.03(2)(b )2. of this Section (Section A). 

Up to the straight rate or time off for the # 
of overtime hours. 
(Permissive) 

*NOTE: This table applies only to employees who are exempt from the overtime provisions ofthe FLSA. See 
Chapter 520 of Wisconsin Human Resources Handbook for record keeping requirements 
pertaining to exempt employees under the FLSA. 

(b) Provisions for Permanent Salaried Employees. 

1. General Policy Regarding Payment for Overtime Worked by 
Salaried Employees. 

The salaries paid to employees included in the Overtime Pay Status 
Table are generally intended to compensate for the total 
responsibilities of the. position regardless of the number of hours 
worked. However, circumstances may exist where time off or cash 
payment for overtime hours is appropriate. Time off or cash 
payment authorized may be granted to exempt employees at the 
discretion of the appointing authority except where additional 
compensation is required. (See Limited Circumstances When 
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Supervisors Must Receive Overtime Compensation, 4.03(2)(b )2. of 
. this Section.) 

The following factors will be used by agencies as a basis to 
establish practices for additional compensation for overtime hours: 

a. The number of additional hours of scheduled work required 
by the employer on a frequent and recurring basis (i.e., if only 
a few overtime hours are worked on an occasional basis, 
additional compensation should not normally be granted). 

b. The standards or expectations ofthe occupational area (i.e., 
in some occupations it is customary to work overtime hours 
without additional payment). 

c. The status of additional compensation for overtime hours 
paid to subordinates or comparable employees (i.e., the 
employee is supervising staff earning additional 
compensation for overtime hours, or the employee is working 
under similar conditions with employees comparable to 
employees in the category who are earning additional 
compensation for overtime hours). 

2. Limited Circumstances When Supervisors Must Receive Overtime 
Compensation. 

If all of the following conditions apply to a supervisor included in 
Group 1 of the 'Overtime Pay Status Table for Exempt Employees' 
(see previous page), the supervisor must be paid overtime 
compensation in accordance with 3. below: 

a. The supervisor's position is assigned to pay range 81-04 or a 
counterpart pay range in a different schedule or lower; or, the 
supervisor's position is allocated to one of the following 

. classifications: Engineering Specialist Supervisor or 
Engineering Specialist-Transportation Supervisor; 

b. The supervisor is directed to work hours in addition to hislher 
normal work hours and such additional work hours result in 
overtime hours; 

c. The purpose of the additional work hours is to supervise 
employees who also are directed to work additional hours; 

d. The additional work hours of the employees supervised 
generate overtime compensation for that workweek or work 
-period; and 
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e. The additional wark haurs afbath the supervi$ar and 
emplayees supervised are generated by the same cause or 
situatian. 

3. Calculating Overtime Campensatian When Supervisars Must 
Receive Overtime Campensatian Under the Limited Circumstances 
Set Farth in 2., Abave. 

a. Emplayees in prafessianal superVisary (DP Unit Cade 17) 
and prafessianal canfidential/supervisary (DP Unit Cade 98) 
pasitians will be campensated an an haur-far-haur basis at no. 
less than their regular rate af campensatian in cash ar 
equivalent time aff. 

b. Emplayees in nanprafessianal supervisary (DP Unit Cade 
16) and nanprafessianal canfidential/supervisary (DP Unit 
Cade 96) pasitians will be campensated at the premium rate 
ar granted time aff at the number af avertime haurs 
multiplied by 1.5.· 

(c) General Administrative Pravisians. 

1. Appainting autharities will have discretian to. apprave scheduled 
use af time aff earned in lieu af cash payment for avertime haurs. 

2. Time aff earned in lieu af cash payment far avertime haurs which 
cannat be scheduled by the appainting autharity within 12 manths 
after the end af the calendar year in which the time is earned will 
be paid in cash at the emplayee' s current regular rate times the 
unused time affhaurs earned. 

3. Payment af avertime will be in additian to. the premium rate paid 
for holiday wark incurred during the established warkweek ar 
work periad. 

4.04 Overtime During a Declared Emergency 

During a declared emergency under ss. 20.922(2) a..l1d 20.901 (l)(b), Wis. Stats., 
emplayees who. are not required to. respand to. declared emergencies as part aftheir 
braader jab respansibilities may be temporarily assigned to. perfarm duties which 
are nat narmally perfarmed ar which are nat described in the emplayee's pasitian 
descriptian. When such assignments result in avertime haurs which are directly 

. attributable to. the declared emergency, the emplayee will receive the premium rate 
ar will be credited with campensatary time aff at the rate af 1.5 haurs for each 
avertime haur worked. For mare infarmatian, refer to. Chapter 520 af the 
Wiscansin Human Resaurces Handbaok. 
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4.05 Night Differential for Permanent Employees 

(1) Eligibility. 

Subject to (2) below, all permanent classified employees are eligible except 
for employees whose positions are classified as Director of Nursing, Health 
Services Nursing Coordinator, Nursing Administrator, Nursing Practitioner­
Management, and Nursing Supervisor. 

i~PTE::; ..•.. J?or·.1?ro~i~JQ~~·i~t . 
S~lllQloyee~~s~e 4:2;0;:0~tQ1~; .. 

.·Sl.lppremeNtwyp]iyfo~pi:ojec~# '. 
":(S;~stiori~K"; '>cC;~ . " ·· •.. c\;:/ .•.•. 

(2) General Administrative Provisions. 

(a) The payment of Night Differential is mandatory for all qualifying work 
hours of employees who are paid on an hourly rather than a salary basis. 

(b) The payment of Night Differential is at the discretion of the appointing 
authority for all qualifying work hours of employees who are paid on a 
salary basis. 

(3) Rate. 

(a) Forty-five cents ($0.45) per hour for all night hours worked (Le., work 
hours between the hours of 6:00 p.m. and 6:00 a.m.). 

(b) Work hours are defmed as work time as directed by the appointing 
authority during which an employee must be on duty andlor at a 
prescribed place of work. In determining overtime hours for nonexempt 
employees, work hours means hours as defmed in Chapter 520 of the 

. Wisconsin Human Resources Handbook. 

4.06 Weekend Differential for Permanent Employees 

(1) Eligibility. 

Subject to (2) below, all permanent classified employees are eligible. 

(2) General Administrative Provisions. 

(a) The payment of Weekend Differential is mandatory for all qualifying 
work hours of employees who are paid on an hourly rather than a salary 
basis. 
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(b) The payment of Weekend Differential is at the discretion of the 
appointing authority for all qualifying work hours of employees who are 
paid on a salary basis. 

(3) Rate. 

(a) Sixty cents ($0.60) per hour for all weekend work hours (i.e., work hours 
on Saturday and Sunday). 

(b) Work hours are defmed as work time as directed by the appointing 
authority during which an employee must be on duty and/or at a 
prescribed place of work. In determining overtime hours for nonexempt 
employees, work hours means hours as defmed in Chapter 520 of the 
Wisconsin Human Resources Handbook. 

4.07 Responsibility Differential for Permanent Positions in Certain Nursing Related 
Classifications 

(1) Eligibility. Subject to (2) below, all permanent classified employees whose 
positions are classified as Director of Nursing, Health Services Nursing 
Coordinator, Nursing Administrator, Nursing Practitioner-Management, and 
Nursing Supervisor are eligible. 

····N()'f~~.'·.·.~rnplbyees •.. whoS'd.p8siti0#:s···a.r~· •• classifiecl asi.PirebtQIot.trtll'sfug, . 
. He~lthS~ryIcesNur~in.g C90rdinat()r,Nutsirlg.AdmIDis~ator,N\lrsil19 •.••.•••.. 
.• practitiQrier-l\4anagement,8.tlc:lNursingS1.lpervisotar~not eligible 'for~li~ 
1'iightIY~ff'ere~tiaX.provided1ilidei 4;05,Ofthi~S¢ai6il(Secti()n:4)...· , )'. , . 

NQTji;' For,p~6visi()I1s related to·.' sllpplell1elit&ypay forprojectelnployees~l=; 
see:'{20of~~:~'~dioti(Secti9nAY .... . . . 

(2) General Administrative Provisions. 

(a) The payment of Responsibility Differential is mandatory for all 
qualifying work hours of employees who are paid on an hourly rather 
than a salary basis:' 

(b) The payment of Responsibility Differential is at the discretion of the 
appointing authority for all qualifying work hours of employees who are 
paid on a salary basis. 

(3) Rate. 

(a) One dollar and forty cents ($1.40) per hour for all responsibility hours 
(work hours between 5:00 p.m~ and 7:00 a.m.). 
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(b) Work hours are defmed as work time as directed by the appointing 
authority during which an employee must be on duty and/or at a 

. prescribed place of work. 

4.08 Crafts Worker Supervisor, Shop Supervisor, and Crafts Operations Manager­
UW -Milwaukee Add-On 

(1) Crafts Worker Supervisors will be paid one dollar ($1.00) per hour more than 
the adjusted state rate for the highest paid Craft supervised, or one dollar 
($1.00) per hour more than the adjusted state rate for the craft in which they 
have journeyman status, whichever is greater. 

(2) Shop Supervisors will be paid one dollar and fifty cents ($1.50) per hour more 
than the pay rate established in accordance with (1) above, for the highest paid 
Crafts Worker Supervisor supervised, or one dollar and fifty cents ($1.50) per 
hour more than the adjusted state rate for the craft in which they have 
journeyman status, whichever is greater. 

(3) Crafts Operations Manager, UW Milwaukee will be paid the greater ofthe 
following rates: 

(a) Two dollars ($2.00) per hour more than the greater of the pay rates 
established in accordance with (1) or (2) above, for the highest paid 
Crafts Worker Supervisor or Shop Supervisor supervised, or 

(b) Two dollars ($2.00) per hour more than the adjusted state rate for the 
craft in which they have journeyman status. 

· •. ,;i~8TE.: .Th~)llper~isoo/ •• ad,d-ons.,ptgYided, .U11derLk~Q·si ~~o~e,:\Vill •• ai~~Ys:·bec ....•. 
~based,ontheaCljust?d_state rate fortl1~;_84!}QC). hoursof~lia-JJ Je,[tYY. establisnecf/ ' 

.'., in accordance withtlte%uildmg trade~.iafts c0nective,~argaininga,gl-~ef11el1:t.;T1iec . 
~p1?licabieadjusted,~tatepryyailing r'at~is'c:onsi(jeredtobeithebase,pay tate for . 

'1P~Xa.dri1i1iistr~tio~:RUrp.8ses;;:.' .... ..,c",.c. . ,,·>~c,: '. , .' , 
.~ • .':-:.--i\:--: 

4.09 Standby Pay 

'When the appointing authority requires that an employcc be available for work a..'1d 
be able to report to work in less than one hour, the appointing authority may grant 
standby pay for each hour in standby status at the rate of $2.25 per hour or at the 
rate a represented employee is paid if on standby to perform the same duties. 
Standby pay is mandatory for nonprofessional confidential employees at a rate of at 
least $2.25 for each hour in standby status. 

Supervisors may be granted standby pay pursuant to the above paragraph or at the 
, same rate as any subordinate who is on standby at the same time. 
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4.10 Call-BackiCall-In Pay 

The appointing authority may guarantee a minimum of two hours pay when an 
emergency situation exists and an employee is called back for duty or called in on 
the employee's day off. The guaranteed minimum of two hours pay will be 
mandatory for: 

(1) Nonprofessional confidential employees; and 

(2) Supervisory employees when call-back/call-in work hours plus other work 
hours cause the employee to receive mandatory overtime pay under 
4.03(2)(b)2 of this Section (Section A). 

4.11 Holiday Premium 

Compensatory time off or payment at the premium rate will be granted for holiday 
work hours as provided in s. 230.35 (4)(b), Wis. Stats. 

4.12 Supplemental Pay for Psychologists 

(1) Subject to the eligibility requirements of (3) below, the amount provided as 
the minimum in the table below will be added to the base pay of an employee 
whose position has been allocated to one of the following classifications: 
Psychologist Supervisor; Psychologist Supervisor - Chapter 980, Psychologist 
Supervisor Management; Psychologist Manager and Psychologist ,Chief. 

(2) An additional amount, up to the maximum shown in the table below, may also 
be granted. The appointing authority has the sole discretion to approve, 
modifY or deny the additional add-on amount based on external market 
conditions affecting the recruitment and retention of employees with 
doctorates in the psychology subspecialty required by the position. Such 
amounts may differ by geographic area and by subspecialty: Differences in 
add-on amounts may not be based on differences in the level of managerial or 
supervisory functions performed. These differences are reflected in the base 
pay range assignment of the classification. Pursuant to s. 230.12(1)( c), Wis. 
Stats., supplemental pay may not be granted for circumstances reflected by the 
base pay rate or range. ' 

(3) In order to be eligible for the add-on, the employee must possess a recognized 
Doctorate in Psychology or a related field such as Behavioral Disabilities. 
Employees who possess an equivaleJ?t to a Doctorate, as evidenced by 
licensure by the Psychology Examining Board, will also be eligible. 

(4) The Psychologist add-on will be effective at the beginning of the first pay 
period following receipt by the appointing authority of proof of such 
Doctorate or licensure. 

Revised April 11, 2010 
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PSYCHOLOGIST ADD.;ON 

July 5, 2009 - July 2, 2011 

$3.74 - mandatory minimum 

$5.18 -maximum* 
.. 

* Any amount above the mandatory mrnunum, subject to this maxunum, IS granted at the dIscretion of 
the appointing authority. 

4.13 Supplemental Pay for Attorney Supervisory and Managerial Positions 

(1) This supplemental pay provision applies to Attorney positions allocated to 
Supervisory, Confidential/Supervisory or Management classifications who 
supervise one or more permanent Attorney positions. 

(2) The actual responsibility add-on amount paid to an employee may be any 
amount up to the maximum rate. The maximum rate allowable will not 
exceed $2.75 per hour. 

(3) The appointing authority has the discretion to grant or adjust supplemental pay 
subject to the maximum allowable amounts based on their analysis of the 
organizational structure, internal and external relationships, size of staff 
supervised and·any other reasonable criteria deemed appropriate. The 
department will immediately discontinue the add-on when the Attorney is no 
longer employed in a position allocated to a supervisory or managerial 
classification. Failure to do so will result in a salary overpayment that must be 
recovered by the appointing authority. 

4.14 Supplemental Pay for Teacher Supervisors, Education Directors, and Juvenile 
Education Directors 

(1) An add-on amount may be paid to supplement the base pay of an employee 
whose position is allocated to the Teacher Supervisor, Education Director, or 
Juvenile Education Director classification, based on credits earned from an 
accredited college "or. university over and above those needed for basic 
certification as a teacher or education director, as provided in the schedule 
below. 

(2) In order to be eligible for the add-on, the appointing authority must make a 
determination that the additional credits on which the add-on is based are 
relevant to the duties and responsibilities of the position. " The appointing 
authority. win have the discretion to determine the relevance of the credits. 

(3) When an eligible employee successfully completes one of the following, the 
employee shall be eligible for a Professional Development Step as provided in 
the table below: 
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(a) A job-required professional development plan, pursuant to chapter PI 34, 
Wis. Adm. Code; 

(b) Six credits as part of the job-required professional development plan; or 

(c) Six job-relevant credits excluding the fIrst six of any professional 
development plan. 

(d) An employee will not receive an additional step under (a) above, if 
credits involved were used to receive a step under (b) above. 

(4) If granted, the add-on will be effective at the beginning of the fIrst pay period 
following receipt by the appointing authority of proof that the relevant credits 
were earned. 

(5) If the incumbent moves from the position for which an add-on amount has 
been determined to be appropriate to a position not allocated to one of these 
classifIcations, the add-on shall cease. If the incumbent moves to another 
position allocated to one of these classifIcations, the appointing authority shall 
re-evaluate the additional credits beyond those needed for basic certification 
and establish which are relevant to the new position. It is on these credits that 
any add-on to be applied will be based. 

TEACHER SUPERVISOR, EDUCATION DIRECTOR AND JUVENILE 
EDUCATION DIRECTOR SUPPLEMENTAL PAY AMOUNTS 

, ~ - - _... -

lIOURL¥AJ)D:ON(~MQuNTS' '. 

Bachelor's Degree 
6 12 1'8 24 30 36 42 48 54 

plus: 

Professional 
A B C D E F G 

Development Plan 
Steps: 

The above add-on amounts apply only to classifications eligible for the 
supplemental pay add-on. 

4.15 Supplemental Pay for Dentists, Physicians, and Psychiatrists 

. . 

H 

Permanent and project employees whose positions require the possession of a 

I 

license to practice medicine pursuant to s. 448.05, Wis. Stats., are covered by all of 
the provisions of 4.15 of this Section (Section A). These positions are classified as 
Physician Supervisor, Physician Management, Psychiatrist Supervisor, or 
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Psychiatrist Management. Permanent arid project employees in positions classified 
as Dentist Supervisor or Dentist Management ate covered by part (2) of 4.15 only. 

(1) Supplemental Pay for Board Certification and Board Certification Eligibility. 

Subject to (a) through (e) below, the appointing authority has the authority to 
determine supplemental pay in accordance with the schedule of supplemental 
pay amounts provided under (f) below, for Board Certification eligibility or 
Board Certification. 

(a) Board Certification Eligibility. An employee in a position for which the 
appointing authority requires Board Certification and who has been 
certified by the appropriate Medical Specialty Board as having achieved 
the required Board Certification eligibility may be granted supplemental 
pay up to the amount shown in the table below, at the discretion of the 
appointing authority. No credit will be given for Board Certification 
eligibility in a specialty not directly related to the employee's position, as 
determined by the appointing authority. 

(b) Board Certification. An employee in a position for which the appointing 
authority requires Board Certification and who has been certified by the 
appropriate Medical Specialty Board for the required certification may . 
be granted supplemental pay within the range provided in the table 
below. No credit will be given for Board Certification in a specialty not 
directly related to the employee's position, as determined by the 
appointing authority. 

(c) Supplemental pay may only be granted upon receipt of written evidence 
of Board Certification eligibility or Board Certification. All 
supplemental pay adjustments will be effective at the beginning of the 
pay period following the determination by the appointing authority that 
the employee has presented sufficient evidence of the Board 
Certification eligibility or Board Certification required for the position. 
Supplemental pay will be discontinued by the appointing authority 
whenever the Physician or Psychiatrist is no longer employed in a 
position for which the appointing authority requires the Board 
Certification. 

(d) Any employee who was already receiving supplemental pay for Board 
Certification on November 26, 1995, in an amount that was greater than 
fifteen percent (15%) of the minimum of the pay range that took effect 
on November 26, 1995, will retain at least that amount while ·in the 
position the employee occupied on that date. 

(e) Employees eligible for supplemental pay are limited to one supplemental 
pay amount to reflect either Board Certification Eligibility or Board 
Certification. There will be no pyramiding of supplemental pay 
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provided in accordance With these provisions (Section A, 4.15(1) of this 
Plan). 

(f) Schedule of Supplemental Pay Amounts for Board Certification and 
Board Certification Eligibility. 

Schedule of Supplemental Pay Amounts for Board Certification 
And Board Certification Eligibility 

July 5, 2009 - July 2, 2011 

Pay Range Board Board 
. (Classification) Certification Eligibility Certification 

Pay ~ange 50-51 NTE $6.46/hr. $9.67 - $ 19.32/hr. 

(physician SUpv.) 
(Physician Mgt.) 

Pay Range 50-52 NTE - $7.03/hr. $10.54 - $21.06/hr. 

(Psychiatrist Supv,) 
(psychiatrist Mgt.) 

(2) SupervisorylManagement Responsibility. 

Because of the variety of existing and potential future positions assigned 
supervisory or management responsibility, supplemental pay will be based 
upon such factors as organizational status, structure of the work environment, 
program scope and complexity, decision-making authority, policy-setting 
authority or any other reasonable factors. The added supplemental pay will 
relate to either of the two categories listed in the table below based on the 
designation (i.e., Supervisor or Management) in the employee's classification 
title. 

Schedule of Supplemental Pay Amounts for Supervisory and Management 
Responsibility 

July 5, 2009 - July 2, 2011 

Pay Range 
(Classification) Supervisory Management 

Pay Range 50-50 
NTE - $5.28/hr. NTE - $15.65/hr. 

(Dentist Supv.) 

(Dentist Mgt.) 

Pay Range 50-51 
NTE - $6.46/hr. NTE - $19.32/hr. (Physician SUpv.) 

(physician Mgt.) 

Pay Range 50-52 
NTE - $7.03/hr. NTE - $21.06/hr. (psychiatrist Supv.) 

(psychiatrist Mgt.) 
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(b) Supplemental pay for supervisory/management responsibility may be 
granted, increased, or reduced based upon changes in assigned 
responsibilities. This type of change is not considered a promotion or 
demotion and, therefore, within range base pay increases will not be 
granted. 

(c) Effective Dates. 

All supplemental pay adjustments will be effective at the beginning of 
the pay period following the determination by the appointing authority 
that such adjustments are warranted in accordance with this Section 
(Section A). The department will discontinue supplemental pay 
whenever the employee is not employed in a position requiring 
supervisory or management responsibility. 

(3) Medical Officer of the Day Pay. 

Physicians or Psychiatrists assigned as Medical Officer of the Day are 
responsible for all aspects of the institution's medical program on weekends 
and from 4:30 p.m. to 7:45 a.m. on weekdays. During these time frames, the 
Medical Officer of the Day is assigned both on-site responsibilities (e.g., 
doing rounds, making medical jUdgments on admissions, responding to 
general ward problems, etc.) and off-site responsibilities (e.g., discussing 
changed status of patients, prescribing treatment and medications, renewing 
medical orders, responding to general ward problems, etc.). Compensation for 
Medical Officer of the Day off-site or on-site standby duties may, upon 
approval of the OSER Director, be set at a rate not to exceed the usual and 
customary fee for such service as reflected by appropriate pay policies in the 
health treatment industry. 

4.16 Supplemental Pay for Supervisory and Management Engineering and Related 
Classifications 

(1) An add-on amount of $0.30 per hour may be paid to supplement the base pay 
of an employee whose position is allocated to one of the nomepresented 
management or supervisory engineering and related classifications based upon 
the employee's possession of a license or registration as a Professional 
Hydrologist, Professional Soil Scientist, Petroleum Operations Engineer, or 
Wisconsin Registered Interior Designer. 

(2) An add-on amount of $0.30 per hour may be paid to supplement the base pay 
of an employee whose position is allocated to the Construction Coordinator 
Supervisor based on the employee's possession of an Asbestos Supervisor 
certification from the Wisconsin Department of Health & Family Services. 

(3) An add-on of $0.50 per hour may be paid to supplement the base pay of an 
employee whose position is allocated to one of the nomepresented 
management or supervisory engineering and related classifications based upon 
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the employee's possession of a Designer of Engineering Systems permit and 
for licenses as a Land Surveyor, Professional Geologist and Landscape. 
Architect. Effective April 25, 2010, the add-on is increased to $1.00 per hour. 

(4) An add-on of$1.00 per hour may be paid to supplement the base pay of an 
employee whose position is allocated to one of the nonrepresented 
management or supervisory engineering and related classifications based upon 
tQ.e employee's possession of a Professional Engineer license or an Architect 
registration. 

(5) To be eligible for one of these add-ons, the employee must occupy a position 
allocated to one of the nonrepresented supervisory or managerial engineering 
and related classifications and hold a current license or registration from the 
Department of Regulation and Licensing as a Professional Engineer, 
Registered Architect, Landscape Architect, Land Surveyor, Professional 
Hydrologist, Professional Soil Scientist, Petroleum Operations Engineer, 
Professional Geologist, or Interior Designer, or hold a permit as a Designer of 
Engineering Systems, or be a Construction Coordinator Supervisor and hold 
an Asbestos Supervisor certification from the Wisconsin Department of 
Health & Family Services. 

(6) The appointing authority will have the discretion to determine the relevance of 
the registration or permit to the position held and to authorize the hourly add­
on. If granted, the add-on will be effective at the beginning of the first pay 
period following receipt by the appointing authority of proof that the 
registration or permit has been obtained and is currently held. 

(7) If the incumbent moves from the position for which an add-on has been 
approved by the appointing authority to a position not allocated to one of the 
authorized classifications, the add-on will cease. If the incumbent moves to 
another position allocated to one of the authorized classifications, the 
appointing authority of the new position has the discretion to determine 
whether the add-on will be continued in the new position. If an employee 
receiving an add-on ceases to hold a current registration or permit as the result 
of expiration or revocation, the add-on will cease effective at the beginning of 
the first pay period following the expiration or revocation date. 

4.17 Certified Public Accountant (CPA) Add-On for Professional Confidential, 
Supervisory, or Management Fiscal Classifications 

(1) CPA Add-On (pre-Certification). An add-on amount of twenty-five cents 
($0.25) per hour may be paid to supplement the base pay of an eligible 
employee whose position is allocated to one of the nonrepresented 
professional confidential, supervisory, or management fiscal classifications 
based upon the employee's successful completion of the Certified Public 
Accountant (CPA) examination and possession of the CPA "Notification of 

Revised April 11, 2010 
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Grades." To be eligible for the add-on, all three of the following criteria must 
be met: 

(a) The employee must be in a position that is allocated to one ofthe 
following nonrepresented professional confidential, supervisory, or 
management fiscal classifications: Accountant, Auditor, Financial 
Program Supervisor, Financial Officer, Financial Manager, Financial 
Management Supervisor, or agency-specific professional fiscal 
classification; 

(b) The employee must successfully complete the CPA examination and 
possessthe CPA "Notification of Grades" from the Department of 
Regulation and Licensing or another state; and, 

(c) The CPA-related knowledge must be relevant to the position's assigned 
duties and responsibilities. 

(2) CPA Add-On (Post-Certification). Upon earning the CPA certification, an 
additional add-on amount of twenty-five cents ($0.25) per hour may be 
granted to an employee to bring the employee's total add-on amount up to fifty 
cents ($0.50) per hour. To be eligible for this additional add-on amount, all 
three of the following criteria must be met: 

(a) Except as indicated in (3) below, the employee must be in a position that 
is allocated to one of the following nonrepresented professional 
confidential, supervisory, or management fiscal classifications: 
Accountant, Auditor, Financial Program Supervisor, Financial Officer, 
Financial Manager, Financial Management Supervisor, or agency­
specific professional fiscal classification; 

(b) The employee must possess a current certificate from the Department of 
Regulation and Licensing or another state as a Certified Public 
Accountant; and, 

(c) The CPA-related knowledge must be relevant to the position's assigned 
duties and responsibilities. 

(3) On a case-by-case basis, fu'l appointing authorit'j may request OSER's 
approval of CPA add-on eligibility for positions not allocated to the 
nonrepresented classifications identified in 4.17(2)( a). 

(4) The appointing authority will have the discretion to determine the relevance of 
the successful completion of the CPA examination or CP A certification to the 
position held and to authorize the hourly add-on. 

(5) If an add-on is granted, it will take effect at the beginning of the first pay 
period following the appointing authority's receipt of proof that the CPA 
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examination has been successfully completed or proof that the CP A 
certification has been obtained and is currently held.· 

(6) If the incumbent moves from the position for which an add-on has been 
approved by the appointing authority to a position not allocated to one of the 
authorized classifications, the add-on will cease. If the incumbent moves to 
another position allocated to one of the authorized classifications, the 
appointing authority of the new position has the discretion to determine 
whether the add-on will be continued in the new position, based on the criteria 
noted above. If an employee receiving an add-on ceases to hold a current 
certification as the result of expiration or revocation of such certification, the 
add-on will cease effective at the beginning of the first pay period following 
the expiration or revocation date. 

4.18 Certified General Appraiser Add-On 

An add-on amount of thirty cents ($0.30) per hour may be paid to supplement the 
base pay of an eligible employee in a position of which the primary responsibility is 
property assessment or real estate appraisal, based on the employee's possession of 
a current certification as a Certified General Appraiser from the Department of 
Regulation and Licensing. . 

(1) To be eligible for the add-on, the following conditions must be met: 

(a) The employee must be in a position of which the primary responsibility 
is property assessment or real estate appraisal; 

(b) The employee must possess a current certification as a Certified General 
Appraiser from the Department of Regulation and Licensing; and 

(c) The General Appraiser Certification must be relevant to the position's 
assigned duties and responsibilities. 

(2). OSER will establish and maintain the list of classifications that qualify for the 
General Appraiser Certification Add-On. 

(3) The appointing authority will have the discretion to determine the relevance of . 
the certification to the position held and to authorize the hourly add-on. 

(4) If an add-on is granted to an employee, it will take effect at the beginning of 
the first pay period following the appointing authority's receipt of proof that 
the certification has been obtained and is currently held. 

(5) If the incumbent moves from the position for which an add-on has been 
approved by the appointing authority to a position not allocated to one of the 
authorized classifications, the add-on will·cease. If the incumbent moves to 
another position allocated to one of the authorized classifications, the 
appointing authority of the new position has the discretion to determine 
whether the add-on will be continued in the new position, based on the criteria 
noted above. If an employee receiving an add-on ceases to hold a current 
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certification as the result of expiration or revocation of sucn certification, the 
add-on will cease effective at the beginning of the first pay period following· 
the expiration or revocation date. 

4.19 Supplemental Pay Program for Managers and Supervisors of Revenue Field 
Auditor and Related Classifications 

(1) The Department of Revenue (DOR) may develop a supplemental pay program 
for managers and supervisors comparable to that which was negotiated for 
their subordinates in Revenue Field Auditor and related positions. This 
supplemental pay program would apply to employees in positions allocated to. 
the following classifications: Revenue Management Supervisor; Revenue 
Administrative Manager; Administrator, Division of Income, Sales and Excise 
Tax; and other revenue field auditor-related supervisory or managerial 
classifications with responsibility for directing positions performing or 
reviewing revenue field audits. 

(2) The appointing authority will have the discretion to grant or adjust add-ons, 
subject to the maximum allowable amount, based on criteria developed by the 
appointing authority. Such criteria must be approved by the OSER Director 
prior to the granting of any add-ons under these provisions. 

(3) Differences in add-on amounts may not be based on differences in the level of 
managerial or supervisory functions performed. These differences are 
reflected in the base pay range assignments of the classifications. Pursuant to 
s. 230.12(1)(c), Wis. Stats., supplemental pay may not be granted for 
circumstances reflected by the base pay rate or range. 

(4) Any add-on granted to an employee will take effect at the beginning of the 
first pay period following the appointing authority's approval of the add-on. 

(5) Any add-on will be immediately discontinued by DOR when the employee is 
no longer employed in the position for which the add-on was approved. 

4.20 Overtime Compensation and/or Supplemental Pay for Project Employees 

Except as provided in 4.04 (Overtime During a Declared Emergency) ofthis Section 
(Section A), project employees must receive the same overtime compensation 
and/or supplemental pay as permanent employees in the same class. Each position 
is considered separately in determining the number of work hours for employees 
occupying more than one position unless the FLSA requires that the work hours be 
considered jointly. 

A-25 



Section A - 4.21 

4.21 Supplemental Pay Program for Power Plant Supervisors, Power Plant 
Managers, and Power Plant Superintendents 

(1) Agencies or universities that have power plant facilities may develop a 
supplemental pay program comparable to that negotiated for their subordinates 
in Power Plant Operator and Power Plant Assistant positions. This 
supplemental pay program would apply to employees in positions allocated to 
the Power Plant Supervisor, Power Plant Manager, and the Power Plant 
Superintendent classifications at power plant facilities for which an add-on has 
been negotiated. 

(2) The appointing authority will have the discretion to grant or adjust add-ons, 
subject to the maximum allowable amount negotiated for the subordinates at 
the facility, based on criteria developed by the appointing authority. 
Differences in add-on amounts may not be based on differences in the level of 
managerial or supervisory functions performed. These differences are 
reflected in the base pay range assignments of the classifications. Pursuant to 
s. 230.12(1)(c), Wis. Stats., supplemental pay may not be granted for 
circumstances reflected by the base pay rate or range. 

(3) Any add-on granted to an employee will take effect at the beginning of the 
fust pay period following the appointing authority'S approval of the add-on. 

(4) The agency or university will immediately discontinue any add-on when the 
employee is no longer employed in the position for which the add-on was 
approved. 

4.22 Supplemental Pay for Firearms Requirement at the Department of Military 
Affairs 

Nonrepresented employees in the Department of Military Affairs who are qualified 
and regularly required to carry a firearm during the performance of security duties 
shall receive an add-on of $2.00 per hour. For purposes of this provision, a firearm 
is defmed as a pistol and/or rifle. The add-on will immediately cease if the 
employee is no longer qualified or regularly required to carry a fuearm, or leaves 
the Department of Military Affairs. 

4.23 Supplemental Pay for A.-..A T ,AS Certification 

Employees at the University of Wisconsin-Madison who are in positions allocated 
to the classifications Laboratory Technical Support Supervisor and UW Agricultural 
Supervisor shall receive an add-on of$l.OO per hour for any applicable AALAS 
certification. Employees with multiple certifications will receive no more than 
$1.00 per hour. Any add-on will be immediately discontinued when the employee 
is no longer employed in the position for which the add-on was approved. 
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4.24 Supplemental Pay for Veterinary Technician Supervisors 

(1) Employees at the University of Wisconsin-Madjson who are in positions 
allocated to the classification Veterinary Technician Supervisor shall receive 
an add-on of $1.00 per hour if certified as a specialist for any of the following 
areas: Academy of Veterinary Emergency and Critical Care Technicians; 
Academy of Veterinary Dental Technicians; or Academy of Veterinary 
Technician Anesthetists. 

(2) Employees at the University of Wisconsin-Madison who are in positions 
allocated to the classification Veterinary Technician Supervisor shall receive 
an add-on of $1.00 per hour for all hours worked between the hours of 6: 00 
p.m. and 6:00 a.m., and an add-on of$1.00 per hour for all hours worked 
between 12:01 a.m. on Saturday and 12:00 p.m. on Sunday. These add-ons 
are in addition to any shift differential or weekend differential received. 

(3) Any add-on provided in (1) and (2), above, will be immediately discontinued 
when the employee is no longer employed as a Veterinary Technician 
Supervisor. 

4.25 Supplemental Pay for Accredited and Certified Insurance Examiner 
Designations 

Employees at the Office of the Commissioner of Insurance who are in positions 
allocated to the classifications of Insurance Examiner Chief or Insurance Financial 
Examiner Chief shall receive an add-on of $0.25 per hour based on the employee's 
designation of Accredited Insurance Examiner or Accredited Financial Examiner, 
respectively, after successfully meeting the requirements of an accredited program. 
Upon earning a Certified Insurance Examiner or Certified Financial Examiner 
designation appropriate for the employee's classification, an additional $0.25 per 
hour will be added, bringing the total add-on amount to $0.50 per hour. The add-on 
shall 'be effective the first day of the pay period following receipt of proof of such 
accreditation or certification. The employee shall no longer receive the add-on if 
the employee is no longer in a position allocated to one ofthe specified 
classifications or if the employee no longer meets the continuing education 
requirements of the designation. 

4.26 Supplemental Pay for Specific Department of Natural Resources Assignments 

Employees at the Department of Natural Resources who are in positions allocated to 
the classifications of Administrative Warden, NR Law Enforcement Supervisor, NR 
Manager, and NR Program Manager may be provided a $1.50 per hour add-on for 
performing the following duties: 

(1) Field Training Officer (FTO), including time spent completing Daily 
Observation Reports, field training performance evaluations and other 
documents directly related to assessing recruit performance during the FTO 
assignment; 
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(2) Background Investigator; or 

(3) Instructor, instructing students in Firearms, Defensive and Arrest Tactics, 
Vehicle Contact, Emergency Vehicle Operations, Professional 
Communications or Standardized Field Sobriety Testing pursuant to their 
Wisconsin Department of Justice instructor certification. 

The add-on will be provided only for hours performing the above duties, and only if 
they are duties considered outside of the employee's normal job responsibilities. 
Eligible hours will not include any training sessions, or travel time to or from 
training sessions. 

4.27 Supplemental Pay for Financial Examiner Training and Education 

(1) For the positions listed below, the Department of Financial Institutions and the 
Office of Credit Unions may implement a supplemental pay program 

. comparable to that which was negotiated for their subordinates in Consumer 
Credit Examiner, Security Examiner and Financial Examiner positions. The. 
add-on may be provided to following positions: 

Consumer Act Director 
Financial Examiner Supervisor - Banking 
Financial Examiner Supervisor - Credit Unions 
Licensed Financial. Services Director 
Security Licensing and Compliance Director 

On a case-by-case basis, the appointing authority may request OSER's 
approval of add-on eligibility for other positions. 

(2) The appointing authority may grant the add-on based on criteria and amounts 
negotiated for the represented position identified in (1) above. 

(3) Any add-on granted to an employee will take effect the later of October 10, 
2010, or the beginning of the first pay period following two years of service or 
combined service in positions identified in (1) above or in the negotiated add­
on. 

(4) Any add-on will be immediately discontinued when the employee is no longer 
employed in the position for which the add-on was approved, unless the 
employee continues employment in an otherwise covered position. 

4.28 Supplemental Pay for Add-On Pilot Programs 

(1) An agency may develop a supplemental pay program for managers and 
supervisors comparable to any add-on pilot program for their subordinates 
during the life of any collective bargaining agreement. This supplemental pay 
program would apply to employees in positions allocated to supervisory or 
managerial classifications with responsibility for directing positions receiving 
an add-on. 

A-28 



Section A - 4.28 

(2) The appointing authority will have the discretion to grant or adjust add-ons, 
subject to the maximum allowable amount, based on criteria developed by the 
appointing authority. Such criteria must be approved by the OSER Director 
prior to the granting of any add-ons under these provisions. . 

(3) Differences in add-on amounts may not be based on differences in the level of 
managerial or supervisory functions performed. These differences are 
reflected in the base pay range assignments of the classifications. Pursuant to 
s. 230.12(1)(c), Wis. Stats., supplemental pay may not be granted for 
circumstances reflected by the base pay rate or range. 

(4) Any add-on granted to an employee will take effect at the beginning of the 
first pay period following the appointing authority's approval of the add-on. 

(5) Any add-on will be immediately discontinued when the employee is no longer 
employed in the position for which the add-on was approved. 

5.00 Benefit Provisions 

5.01 Health Insurance Premiums 

As provided under s. 40.05(4)(ag), Wis. Stats., and this Plan, the state will pay 
health insurance premiums for its insured employees who are currently employed: 

(1) For insured part-time employees, including those in project positions as 
defined in s. 230.27(1), Wis. Stats., who are appointed to work less than 1044 
hours per year, the state will pay 50% ofthe total monthly premium. 

(2) Employee contributions toward health insurance premiums shall be based on 
the specific tier to which their qualifying plan is assigned for employees 
appointed to work 1044 hours or more. Employee contributions under this 
three-tier approach shall be as follows: 

Tier 1 
Tier 2 
Tier 3 

2009 Contributions 
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Employee 
·Monthly Contribution. 

Single 
$31.00 
$69.00 
$164.00 

Family 
$78.00 
$173.00 
$412.00 
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2010 Contributions 

The Office of State Employment Relations (OSER) will set Employee 
Monthly Contribution Rates for the 2010 coverage year, representing the 
average percent increase for state employee health maintenance organization 
plans announced by the Group Insurance Board in early fall, 2009. 

2011 Contributions 

The Office of State Employment Relations (OSER) will set Employee 
Monthly Contribution Rates for the 2011 coverage year, representing the 
average percent increase for state employee health maintenance organization 
plans announced by the Group Insurance Board in early fall, 2010. 

Qualifying health insurance plans, and the tier to which each will be assigned, 
will be determined in accordance with standards established by the Group 
Insurance Board. 

(3) Pursuant to s. 230.12(1)(b), Wis. Stats., the pay system in place for 
nonrepresented crafts employees is based upon the pay system for represented 
crafts employees as established in the collective bargaining agreement 
between the State and the designated representative of the building trade crafts 
bargaining unit. Therefore, nonrepresented crafts employees, i.e., Crafts 
Worker Supervisors, Shop Supervisors, the Crafts Operation Manager, UW­
Milwaukee, and employees in project positions allocated to a crafts 
classification who choose to carry health insurance, are required to pay the 
entire monthly health insurance premium in the same manner as that provided 
for represented crafts employees under the terms of the applicable collective 
bargaining agreement. 
The administrative means by which the monthly premium payments are paid 
will be established in a manner similar to that established for premium 
payment by represented employees and that does not cause undue hardship on 
affected employees • 

. ~()!]]~.'Se.~;;4:b8,,~ft1ris·SecHoll.(~ecti(mA)'fot.t4epay.pr6Yi.sic5liSc'.· 
'rel~tingt911onrepresellt¢d¢raftsenip19y~es.> . . . ... c . 

5.02 Retirement Contributions 

(1) As provided under s. 40.05(1)(b), Wis. Stats., and this Plan, the state payment 
for employee retirement contributions will equal 5% of the earnings for 
creditable service of each participating employee. 

(2) The State will pay the 1.0% benefit adjustment contribution required by 
s. 40.05(2m), Wis. Stats. 
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(3) Effective J amiary 1, 1996, the State will pay the additional three tenths of one 
percent (.3%) employee share of the benefit adjustment contribution for 
general occupation participants required by s. 40.05(2n)2, Wis. Stats. 

Administrative procedures of this schedule are developed and implemented in 
accordance with the directives issued by the OSER Director. 

6.00 Labor-Management Cooperation Related Pilot Programs 

An agency may develop a pilot program for nonrepresented employees comparable to a 
pilot program for represented employees established under Labor-Management Cooperation 
(LMC), subject to the following conditions: . 

(1) the pilo~ program would apply only t6 employees in positions that have a direct 
relationship to the represented employees (e.g., supervisor of represented employees) 
working under an LMC pilot program, andlor work under the same conditions that 
resulted in the LMC pilot program. The appointing authority will determine which 
nonrepresented employees may be covered by this pilot program, and must receive 
approval from OSER of both the program and nonrepresented employees to be 
covered. 

(2) Implementation of any provisions of the pilot program will not use criteria based on 
differences in the level of functions performed, pay rate or pay range unless such 
criteria is used in the LMC pilot program. 

(3) The effective date of the program will be the beginning of the first pay period 
following OSER approval, or the effective date of the LMC pilot program, whichever 
is later. 

(4) Participation in the pilot program will cease immediately if an employee is no longer 
employed in a position for which the pilot program was created. 

(5) The pilot program will not be extended beyond the end date of the LMC pilot 
program without OSER approval. 
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