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	Permanent adjustments to base salary

General Salary Increase (GSI):  This increase is given to all bargaining unit employees.  It is negotiated in the contract and is primarily intended to serve as a cost-of-living adjustment.  The increase is usually timed for the beginning of the fiscal year.

Market Salary Adjustment (MSA):  This increase is targeted to specific classifications that are impacted by pay lags when measured against non-CSU employers or because of pay lags when compared against other CSU classes.  MSA’s are also used to adjust for the impact of a new classification series.  The adjustments usually occur at the same time as the GSI, unless they are associated with the specific date of implementation of a new classification series.

Service Salary Increase (SSI):  This increase is given to employees who are below the Service Maximum in the salary range for their classifications.  The increase (currently funded at 1%) is given on the employee’s anniversary date (when hired or last reclassed with some exceptions).  Employees above the Service Maximum receive a bonus (see below).

Merit Salary Increase (MSI):  [Not currently funded.]  The program rewards satisfactory performance (as measured by the annual performance evaluation) with a base increase and above-satisfactory performance with an additional increase over satisfactory.  An employee must have served at least one year in campus employment to be eligible.  Employees with below satisfactory performance evaluations do not receive an MSI.  The awards are given at the beginning of the fiscal year.

In-Range Progression (IRP):  This increase is individually negotiated between the employee and the administrator.  It can be based on any factor that management feels is important, including pay lags, equity, work load, skill increases, etc.  An IRP must be at least a 3% increase to the employee’s base pay and may occur at any time.

Monthly or one-time salary increases

Bonuses:

Outstanding Performance:  This lump sum payment is granted at the discretion of the President and is recognition of outstanding performance by an individual employee.  It can be as much as 2.5% of the annual salary.

Recruitment:  This bonus may be offered to a candidate as an inducement to committing to CSU employment.  If the employee does not complete the probationary period, the bonus must be returned.

Retention:  This bonus may be awarded to an employee for staying with the CSU and who is a position that is critical to the ongoing operations of the CSU, is in short supply in the labor market, and is difficult to recruit.  The requirements for the bonus must be in writing and the employee must promise to stay at least twelve months.

Critical Skills:  This bonus may be awarded to an employee who possesses and uses skills that are necessary and critical to the ongoing operations of the CSU.

Exceptional Performance (Group or Individual):  This bonus can be awarded based on written performance criteria that are stated prior to the performance period.  This award could be used to reward a group for accomplishment of a special project.

Above Service Maximum Bonus:  This bonus is given to employees who are above the Service Maximum and who do not receive an SSI increase.

Stipends:

Project Coordination:  An employee shall receive a monthly salary stipend when assigned by an appropriate administrator to temporary project coordination.  The stipend may be as much as 10% above the employee’s normal salary.

Lead Work:  An employee shall receive a monthly salary stipend when assigned by an appropriate administrator to temporary lead responsibilities over other employees.  The stipend may be as much as 10% above the employee’s normal salary.

Additional Work/Special Projects:  An employee shall receive a monthly stipend when assigned additional work or special projects over and above regular assigned duties and for a limited period of time.

On-Call:  An employee shall receive a monthly stipend when required to maintain contact with the campus outside of normal working hours on a regular basis.
Other contract provisions affecting pay

Reclassification:  If an employee is reclassified from one classification to another classification with a higher pay level, the employee must receive at least a 5% pay increase.  The reclassification is retroactive to the date that the employee requested a review.

In-Class Progression:  Employees in classifications with skill levels may request skill level reviews that are conducted in the same manner as a reclassification.  The employee must receive at least a 5% pay increase and it is also retroactive to the date the employee requested the review.

Red Circle Rate:  If an employee is demoted from a higher classification to a lower classification (except when the demotion is based on discipline or for personal convenience), the employee’s pay is protected for up to five years through a red circle rate.  The red circle rate is the employee’s former salary or up to 25% above the top range of the lower class, whichever is less.  An employee will not receive salary increases (GSI, MSI, etc.) until the normal salary range rises to the level of the red circle rate.  Employees who are medically demoted are eligible for red circle.

Reassignment:  An employee may be temporarily assigned to the duties of a higher classification or skill level.  The employee is immediately compensated at the higher rate of pay when the assignment commences and for the duration of the assignment.  A reassignment can be for as long as six months and can be extended for up to another twelve months if the employee agrees.

Training:  An employee may be assigned to a training assignment.  The employee may be compensated based on reassignment or may be paid a 5% salary increase (if it is part of a formal career development plan).  An employee who serves on the basis of reassignment serves for the periods established by management and with the same limitations.  A training assignment on the basis of a formal career development plan will be no less than three months and no more than eleven months.

Overtime:  All classifications are either “exempt” or “non-exempt” from overtime.  Exempt classes do not receive any payment for overtime but also do not have fixed, minimum or maximum hours in a work day or work week.  Non-exempt employees have fixed schedules and are paid time and a half for working over forty hours in a work week.  Part-time employees who are non-exempt receive straight pay up to forty hours and then overtime pay over forty hours.  Employees who are called back to work more than three hours before or after the beginning of his/her normal shift is guaranteed at least three hours of overtime pay.

Shift Differential:  Any person in a non-exempt classification receives additional pay for working four or more hours between 6 p.m. and midnight (also called “swing shift”) or four or more hours between midnight and 6 a.m. (also called “graveyard shift”).

Emergency Pay:  An employee who is called back to work during a state of emergency on the campus is paid at the overtime rate for all hours worked.



