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MEMORANDUM 
Date:  August 31, 2016 
 
To:  Deans and Directors 
 
From:  Sarah Mangelsdorf, Provost and Vice Chancellor for Academic Affairs 

Laurent Heller, Vice Chancellor for Finance and Administration 
          
Re:  Central Funds for Compensation Adjustments, 2016-17 Academic Year 
 
As you know, compensation at UW-Madison lags significantly behind our peer institutions for faculty and staff.  
Addressing this challenge remains a critical need for the campus even in these difficult financial times.  
Accordingly, we have prioritized this item in our 2016-17 budget, making an investment that will pay dividends for 
the campus in the long run.   
 
As a result, we are pleased to announce the continuation of the campus’ compensation programs for the current 
year, namely the Block Grant and Discretionary Compensation Fund (DCF) initiatives.  These initiatives allocate 
central funding to provide pay increases for exceptional performance, market (including retention), and equity. 
Central funds provided will equal $3.5 million for each initiative (or $7 million in total).   
 
We are also pleased to announce a new pilot bonus program designed to give you the ability to reward top 
performers in your organization for exceptional service above and beyond normal expectations for their position. 
The $2 million allocation of one-time funds can be awarded to any faculty or staff (excluding campus leadership) 
regardless of their funding source. This bonus program, in combination with the faculty block grant and staff 
discretionary compensation fund, will provide an additional tool to effectively recognize exceptional performers 
and ensure top faculty and staff continue their participation in our world-class institution. 
 
The challenging budget environment of recent years makes it all the more imperative that we address 
compensation issues. Without our exceptional faculty and staff, our institution will not be able to deliver the same 
caliber of student learning experiences, cutting-edge research, or impactful outreach to Wisconsin citizens. 
Together, these initiatives provide $9 million to help with your organizations’ compensation needs. 
 
Attached to this memo are descriptions of each of the programs and allocations for your organizations.  The 
Madison Budget Office will contact your respective units regarding the transfer of funding for the programs. Please 
ensure all faculty and staff in your organization are informed of your internal process for awarding these 
adjustments. 
 
CC: Chancellor Rebecca Blank 
 Michael Bernard-Donals, Office of the Provost 
 Tim Norris, Madison Budget Office 

Jocelyn Milner, Office of Academic Planning and Institutional Research  
Mark Walters, Office of Human Resources  



2016-17 Block Grant for Faculty Compensation Adjustments 
 

 
In 2016-17, central campus will internally allocate $3.5 million for salary base adjustments for 
tenured/tenure-track faculty and academic staff in nationally competitive markets.  The funds 
will be allocated to schools and colleges as a block grant that will provide maximum flexibility to 
address retention, equity, performance and market considerations for faculty on 101 funds.  
The school and college allocation amounts are attached. 
 
It is recommended that some portion of the funding be used to address salary compression at 
all faculty ranks, and full professor compensation that significantly lags that of peer universities.  
Failure to address compression and other inequities in units can lead to long-term 
compensation imbalances which will be costlier to address later.  For this reason, we will do an 
end-of-year salary analysis.  
 
It is not required that schools and colleges match the 2016-17 block grant funds, but schools 
and colleges are strongly encouraged to supplement block grant funds, especially for 
compression and post-promotion increases.   
 
The following guidelines are to be observed in determining and evaluating the use of these 
funds: 
 

 Final authority for proposing adjustments is delegated to deans.  It is expected that deans’ 
offices will work closely with departments to determine who is eligible to receive these 
funds.  Please submit proposals using the provisions in the campus pay adjustment policy 
(https://kb.wisc.edu/ohr/policies/page.php?id=53379). This will include providing 
justification and documentation to the Office of Human Resources (OHR) through the 
electronic rate/title change system.  Further information about how to process these 
increases will be forthcoming from OHR.   
 

 Schools and colleges should target awarding adjustments for up to 20% of their faculty, 
recognizing that the needs of different schools and colleges vary. Some may need to 
provide increases to a larger percentage of faculty members due to large college-wide 
discrepancies compared to peers.  
 

 The minimum and maximum increases will be consistent with the campus pay adjustment 
policy (e.g., market – 5% minimum; performance – 3% recommended minimum with 10% 
maximum; equity – based on case-by-case analysis). Individuals who have already received 
a 10% performance increase in Fiscal Year 2017 are ineligible to receive an additional 
performance increase, but may be considered for a market or equity adjustment. 
http://www.ohr.wisc.edu/docs/PayAdjustmentToolsMechanismsAmountMatrix.pdf  
 

https://kb.wisc.edu/ohr/policies/page.php?id=53379
http://www.ohr.wisc.edu/docs/PayAdjustmentToolsMechanismsAmountMatrix.pdf


 Faculty partially funded on 101 funds must be considered. When both 101 and non-101 
funds underwrite a faculty salary, the portion of the base adjustment borne by central 
campus will be the 101 share of the salary; increases from this program cannot change the 
funding split. Adjustments to salaries on non-101 funding must be made with non-101 
funds. 
 

 Schools and colleges must provide adjustments on 101 funding of at least their allocated 
amount to receive their full 101-allocation for the program. Additional central campus 
funding will not be provided for 101 adjustments in excess of the allocation amount. 

 

 Adjustments can be processed immediately, and it is allowable to utilize the funds for 
adjustments approved July 1, 2016 or later.  The funds must be spent by the start of the 
spring 2017 semester. 
 

 Faculty who have responsibility for supervising staff must be current with their employee 
performance evaluations to qualify for performance adjustments. 
 

 All faculty on 101 funding are eligible for adjustments.  Please consider faculty at the 
associate or full professor level whose compensation may be compressed or below peer 
averages for market increases; faculty recommended for increases based on compression or 
market must have undergone a post-tenure review. 
 

 Limited appointees, university staff, and other academic staff not in nationally competitive 
markets are not eligible for adjustments in this program, but are eligible for adjustments 
under the Discretionary Compensation Fund and Performance Bonus programs.   
 

 In evaluating specific cases/individuals for use of this funding, please bear in mind that 
schools and colleges are permitted and encouraged to use the funds proactively. It is not 
necessary that an outside offer either exist or be pending for a salary increase. However, 
colleges and schools must be able to justify the use of the funds in the context of 
institutional values, including the need to support talented faculty and staff, and mitigate 
against salary compression and other inequities. This justification should be included in the 
material submitted in the rate/title change system.  
 

 Please keep internal salary-equity issues, including compression and race and gender 
equity, in mind as these allocations are made. See the following links for information on 
salary equity and compression:   

http://www.provost.wisc.edu/salaryequitypolicy.htm  
http://www.provost.wisc.edu/facsal.htm  

 
 

http://www.provost.wisc.edu/salaryequitypolicy.htm
http://www.provost.wisc.edu/facsal.htm


 Academic Planning and Institutional Research (APIR) provides schools and colleges with 
scatterplots and other information to help identify units that lag their national peers, and 
where salary compression is especially acute.  

 Faculty compensation at peer institutions (market data):  
https://apir.wisc.edu/salarypeersdepartment.htm 

 Faculty compensation by UW-Madison school/college and department:  
http://apir.wisc.edu/scatterplots.htm 

 

 Allocations for this initiative were based on an average of October payroll amounts and FTE 
for relevant positions. The calculation is shown in the attached distribution schedule. 

 
Beginning in spring of 2017, OHR and the Vice Provost for Faculty and Staff will review how the 
block-grant funds have been used by schools and colleges. The review is to ensure that use of 
the funds is consistent with the guidelines in this memo and with our long-term goals of 
retaining faculty and working to eliminate compression and other compensation inequities. This 
end-of-year analysis will be considered when unit allocations and distributions are determined 
in future years. 
 

https://apir.wisc.edu/salarypeersdepartment.htm
http://apir.wisc.edu/scatterplots.htm


Division % of $
 Dollar Dist 
of $3.5M % of FTE

 FTE Dist of 
$3.5M 

AVG $ and 
FTE Dist % of Dist

1 CALS 11.5% 402,370       11.5% 403,407           402,888         11.5%
2 Business 8.4% 294,173       4.9% 170,556           232,364         6.6%
3 Education 6.4% 224,656       8.5% 296,798           260,727         7.4%
4 Engineering 10.3% 359,627       9.6% 335,328           347,477         9.9%
5 SoHE 1.4% 48,085         1.8% 61,714             54,899           1.6%
6 Nelson Institute 0.4% 14,559         0.5% 17,266             15,912           0.5%
7 Law School 1.9% 67,635         1.6% 54,477             61,056           1.7%
8 L&S 43.8% 1,534,561    47.2% 1,652,448       1,593,505     45.5%
9 SMPH 10.8% 377,653       9.5% 331,754           354,703         10.1%

10 Nursing 0.6% 21,913         0.8% 26,915             24,414           0.7%
11 Pharmacy 1.5% 53,584         1.6% 55,616             54,600           1.6%
12 Vet Med 2.9% 100,836       2.7% 93,498             97,167           2.8%
13 DCS 0.0% 349               0.0% 223                  286                0.0%

Grand Total 100.0% 3,500,000    100.0% 3,500,000       3,500,000     100.0%

2016-17 Faculty Block Grant Distribution
(based on percentage of Fund 101 Tenure and Tenure-Track Faculty Oct Payroll $ and FTE)



2016-17 Discretionary Compensation Fund (DCF)  
(Base building initiative) 

 
In 2016-17, central campus will allocate $3.5 million for salary base adjustments for 
academic staff, university staff, and limited appointees (excluding senior leadership).  
The funds will be allocated to colleges, schools, and divisions as a compensation fund 
that will provide maximum flexibility to address retention, equity, performance and 
market considerations for staff on 101 funds. The college, school, division allocation 
amounts are attached. 
 
The following guidelines are to be observed in determining and evaluating the use of 
these funds: 
 

 Final authority for proposing adjustments is delegated to deans and directors.  It is 
expected that deans’ and directors’ offices will work closely with departments to 
determine who is eligible to receive these funds.  Please submit proposals using the 
provisions in the campus pay adjustment policy 
(https://kb.wisc.edu/ohr/policies/page.php?id=53379). This will include providing 
justification and documentation to the Office of Human Resources (OHR) through 
the electronic rate/title change system.  Further information about how to process 
these increases in more detail will be forthcoming from OHR.    
 

 Colleges, schools, and divisions should target awarding adjustments for up to one-
third of their staff, recognizing that the needs of colleges, schools, and divisions may 
vary due to market conditions. 
 

 The minimum and maximum increases using the Discretionary Compensation Fund 
will be consistent with the campus pay adjustment policy (e.g., market – 5% 
minimum; performance – 3% recommended minimum with 10% maximum; equity – 
based on case-by-case analysis).  Individuals who have already received a 10% 
performance increase in Fiscal Year 2017 are ineligible to receive an additional 
performance increase, but may be considered for a market or equity adjustment. 
http://www.ohr.wisc.edu/docs/PayAdjustmentToolsMechanismsAmountMatrix.pdf  
 

 When both 101 and non-101 funds underwrite salary, the portion of the base 
adjustment borne by central campus will be the 101 share of the salary; increases 
from this program cannot change the funding split. Adjustments to salaries on non-
101 funding must be made with non-101 funds.  
 

 Colleges, schools, and divisions must provide adjustments on 101 funding of at least 
their allocated amount to receive their full 101 allocation for the program. 
Additional central campus funding will not be provided for 101 adjustments in 
excess of the allocation amount. 

https://kb.wisc.edu/ohr/policies/page.php?id=53379
http://www.ohr.wisc.edu/docs/PayAdjustmentToolsMechanismsAmountMatrix.pdf


 

 Adjustments can be processed immediately, and it is allowable to utilize the funds 
for adjustments approved July 1, 2016 or later.  The funds must be spent by the start 
of the spring 2017 semester. 
 

 Supervisory staff must be current with their employee performance evaluations to 
qualify for performance adjustments.  
 

 Category-A academic staff increases are subject to the range maximum (which was 
raised by 10% in Fiscal Year 2016).  Individuals at the maximum of an extraordinary 
salary range (ESR) are not eligible for an increase unless new market data is 
submitted to support a change to the ESR. 
 

 Fixed-term (terminal and finite) academic and university staff, while eligible, should 
not receive first consideration for adjustments. Rehired annuitants are not eligible 
for increases under this funding program. 
 

 This fund is not a substitute for promotions or base adjustments based on change in 
job duties/job titles. These adjustments should continue as usual outside of this 
funding source. 
 

 Directors and deans are strongly encouraged to consider increases for employees in 
low-wage categories (e.g., office support, blue-collar, and technical support).   
 

 This fund is not for adjustments that are used to comply with the new federal Fair 
Labor Standards Act (FLSA) changes. However, colleges, schools, and divisions can 
use this fund for compression caused by the FLSA adjustments. 
 

 This fund is for academic and university staff.  Limited appointees (excluding senior 
leadership – see your division HR representative for the list), are also eligible for 
increases under this program.  Faculty will be eligible for adjustments through the 
Block Grant program.  

 

 Allocations for this initiative were based on an average of October payroll amounts 
and FTE for relevant positions. The calculation is shown in the attached distribution 
schedule.  
 

In spring 2017, OHR and the Office of the Vice Provost for Faculty and Staff will review 
how the funds have been used by schools, colleges, and divisions, and report the 
findings. 



Division % of $
 Dollar Dist of 

$3.5M % of FTE
 FTE Dist of 

$3.5M 
AVG $ and 

FTE Dist % of Dist
1 University Administration 0.6% 22,239            0.5% 19,042        20,641         0.6%
2 Sec of the Faculty 0.1% 3,999              0.1% 3,403          3,701           0.1%
3 Sec of the Academic Staff 0.0% 1,643              0.0% 1,496          1,569           0.0%

A01 - Univ Admin Total 0.8% 27,881           0.7% 23,941        25,911         0.7%
4 DDEEA 1.3% 44,357            1.3% 45,983        45,170         1.3%
5 VCFA 0.8% 27,853            0.6% 22,363        25,108         0.7%
6 Human Resources 1.6% 55,283            1.6% 55,295        55,289         1.6%
7 External Relations 1.2% 40,638            1.0% 36,709        38,673         1.1%
8 OQI 0.2% 7,679              0.2% 6,021          6,850           0.2%
9 Legal Affairs 0.5% 18,880            0.3% 10,471        14,676         0.4%

10 RSP 1.6% 54,394            1.4% 47,322        50,858         1.5%
11 Instruction - Rec Sports 0.1% 3,556              0.1% 3,657          3,607           0.1%

A02 - General Services Total 7.2% 252,641         6.5% 227,822      240,231      6.9%
12 Business Services 1.4% 49,424            1.4% 48,100        48,762         1.4%
13 Student Life 1.1% 39,454            1.3% 44,218        41,836         1.2%
14 Enrollment Management 2.4% 84,159            2.7% 94,285        89,222         2.5%
15 Division of Information Technology 10.6% 371,124         7.9% 277,036      324,080       9.3%
16 College of Agricultural and Life Sciences 6.5% 225,776         7.6% 264,568      245,172       7.0%
17 International Division 0.5% 18,093            0.5% 18,556        18,325         0.5%
18 School of Business 2.6% 89,699            2.3% 78,833        84,266         2.4%
19 School of Education 3.0% 104,816         3.4% 119,917      112,366       3.2%
20 Arts Institute 0.2% 8,205              0.3% 9,117          8,661           0.2%
21 College of Engineering 4.5% 156,044         4.2% 147,239      151,641       4.3%
22 School of Human Ecology 0.7% 24,057            0.7% 25,751        24,904         0.7%
23 VCRGE 5.0% 174,279         4.4% 153,267      163,773       4.7%
24 Collaborative for Adv. Teaching and Learning 0.8% 28,399            0.9% 31,137        29,768         0.9%
25 Nelson Institute 0.4% 15,144            0.5% 16,365        15,754         0.5%
26 Law School 2.4% 83,150            2.0% 70,246        76,698         2.2%
27 College of Letters & Science 14.2% 496,970         15.6% 547,572      522,271       14.9%
28 General Libraries 3.7% 130,582         4.2% 146,768      138,675       4.0%
29 School of Medicine and Public Health 10.5% 368,303         9.7% 339,399      353,851       10.1%
30 School of Nursing 1.5% 53,863            1.5% 54,210        54,037         1.5%
31 School of Pharmacy 1.7% 59,689            1.4% 48,384        54,036         1.5%
32 University Health Services 0.5% 17,404            0.4% 15,617        16,510         0.5%
33 Officer Education 0.1% 1,757              0.1% 2,992          2,375           0.1%
34 Facilities Planning and Management 10.8% 376,697         13.0% 456,114      416,406       11.9%
35 University Police 2.3% 80,286            2.5% 87,426        83,856         2.4%
36 School of Veterinary Medicine 3.9% 136,366         3.6% 124,449      130,407       3.7%
37 Division of Continuing Studies 0.7% 25,739            0.8% 26,671        26,205         0.7%

Grand Total 100.0% 3,500,000      100.0% 3,500,000   3,500,000   100.0%

2016-17 Discretionary Compensation Fund Distribution
(based on percentage of Fund 101 LI, AS, CP, and CJ Oct Payroll $ and FTE)



2016-17 Performance Bonus Fund  
(Pilot initiative) 

 
In 2016-17, the central campus will allocate $2 million for performance bonuses for 
faculty, academic and university staff, and limited appointees (excluding senior 
leadership). The funding will be used to maintain the university’s commitment to 
rewarding performance, and will include employees paid on both 101 and non-101 
funds. The college, school, division allocation amounts are attached. 
 
The one-time performance bonuses can be provided to faculty and staff regardless of 
funding sources for their positions.  This gives deans and directors maximum flexibility 
to recognize performance for employees who are otherwise not eligible for 101-funded 
and base-building increases due to the funding source of their salaries. 
 
The following guidelines are to be observed in determining and evaluating the use of 
these funds: 
 

 Bonuses should only be provided to faculty and staff who have done exceptional 
work or service, often above and beyond their job responsibilities.  For instance, this 
may involve work on special projects, filling in for an absent colleague, or providing 
exceptional service to the unit, the school, or the University.  Colleges, schools, and 
divisions are encouraged to consider qualified individuals who have put extra time 
and effort into mentoring students and staff involved with campus climate issues, or 
who put extra work into diversity and inclusion initiatives. 
 

 Deans and directors are strongly encouraged to consider bonuses for employees 
who qualify based on their exceptional performance in low-wage categories (e.g., 
office support, blue-collar, and technical support) and staff not eligible for 
Discretionary Compensation Fund (DCF) funding because they are on non-101 funds. 

 

 Final authority for proposing adjustments is delegated to deans and directors.  It is 
expected that deans’ and directors’ offices will work closely with departments to 
determine who is eligible to receive these funds.  Please submit proposals using the 
provisions in the campus pay adjustment policy 
(https://kb.wisc.edu/ohr/policies/page.php?id=53379). This will include providing 
justification and documentation to the Office of Human Resources (OHR) through 
the electronic rate/title change system.  Further information about how to process 
these increases will be provided to campus HR representatives.   
 

 The minimum performance lump-sum amount is the equivalent of 2% of the 
employee’s base salary.  The maximum amount is the equivalent of 10% of the 
employee’s base salary.  Individuals who have already received a 10% performance 
increase (base building or lump sum) in Fiscal Year 2017, including performance 

https://kb.wisc.edu/ohr/policies/page.php?id=53379


adjustments under the Block Grant or the Discretionary Compensation Fund, are 
ineligible to receive an additional performance increase under this program.  
 

 Adjustments can be processed immediately, and it is allowable to utilize the funds 
for adjustments approved July 1, 2016 or later.  The funds must be spent by the end 
of Fiscal Year 2017. 
 

 Supervisory staff must be current with their employee performance evaluations to 
qualify for performance adjustments.  
 

 To be eligible, an employee must hold an ongoing or renewable position, and must 
have a 50% or greater FTE position. 
 

 Category-A academic staff, limited appointees (excluding senior leadership – see 
your division HR representative for the list), and university staff at the maximum of 
the pay range for their title are eligible for a bonus under this program. 
 

 Rehired annuitants are not eligible for bonuses under this funding program. 
 

 This fund is not a substitute for promotions or base adjustments based on change in 
job duties/job titles. These adjustments should continue as usual outside of this 
funding source. 

 

 Colleges, schools, and divisions need to adequately document the justification for 
the bonus. This will include documenting the employee’s exceptional performance. 
The information should be kept on file and be available upon request. This in 
addition to the information submitted in the electronic rate/title system.  
 

 Allocations for this initiative were based on an average of October payroll amounts 
and FTE for relevant positions. The calculation is shown in the attached distribution 
schedule.  

 
In Spring 2017, OHR and the Office of the Vice Provost for Faculty and Staff will review 
how the funds have been used by schools, colleges, and divisions, and report the 
findings. 
 
 



Division % of $
 Dollar Dist 

of $2M % of FTE
 FTE Dist of 

$2M 
AVG $ and 

FTE Dist % of Dist
University Administration 0.23% 4,608          0.20% 4,006            4,307             0.22%
Sec of the Faculty 0.04% 702             0.03% 664               683                0.03%
Sec of the Academic Staff 0.01% 288             0.01% 292               290                0.01%
A01 - Univ Admin Total 0.28% 5,598         0.25% 4,961           5,280            0.26%

DDEEA 0.45% 8,991          0.51% 10,289         9,640             0.48%
VCFA 0.35% 7,066          0.31% 6,222            6,644             0.33%
Human Resources 0.49% 9,706          0.54% 10,785         10,246          0.51%
External Relations 0.48% 9,514          0.47% 9,424            9,469             0.47%
OQI 0.07% 1,348          0.06% 1,174            1,261             0.06%
Legal Affairs 0.17% 3,315          0.10% 2,042            2,679             0.13%
RSP 0.48% 9,550          0.46% 9,230            9,390             0.47%
Instruction - Rec Sports 0.04% 836             0.04% 823               829                0.04%
A02 - General Services Total 2.52% 50,327       2.50% 49,988         50,157          2.51%

Business Services 0.66% 13,216       0.82% 16,372         14,794          0.74%
Student Life 0.48% 9,518          0.62% 12,333         10,925          0.55%
Enrollment Management 0.79% 15,801       0.98% 19,669         17,735          0.89%
Division of Information Technology 4.48% 89,665       4.11% 82,191         85,928          4.30%
College of Agricultural and Life Sciences 7.31% 146,245     7.21% 144,199       145,222        7.26%
International Division 0.37% 7,468          0.45% 9,018            8,243             0.41%
School of Business 3.31% 66,263       2.11% 42,177         54,220          2.71%
School of Education 4.20% 84,008       4.18% 83,529         83,769          4.19%
Arts Institute 0.10% 1,961          0.11% 2,267            2,114             0.11%
College of Engineering 6.36% 127,142     5.08% 101,605       114,373        5.72%
School of Human Ecology 0.83% 16,693       0.84% 16,721         16,707          0.84%
VCRGE 6.68% 133,565     6.82% 136,486       135,025        6.75%
Collaborative for Adv. Teaching and Learning 0.28% 5,501          0.33% 6,621            6,061             0.30%
Nelson Institute 0.34% 6,864          0.34% 6,713            6,789             0.34%
Athletics 1.24% 24,702       1.80% 35,926         30,314          1.52%
Law School 1.28% 25,545       1.02% 20,477         23,011          1.15%
College of Letters & Science 16.17% 323,369     13.89% 277,867       300,618        15.03%
General Libraries 1.15% 22,927       1.43% 28,626         25,776          1.29%
School of Medicine and Public Health 25.70% 514,032     25.28% 505,666       509,849        25.49%
School of Nursing 0.73% 14,661       0.76% 15,129         14,895          0.74%
School of Pharmacy 1.18% 23,579       0.96% 19,291         21,435          1.07%
University Health Services 1.09% 21,834       1.07% 21,371         21,603          1.08%
Officer Education 0.02% 309             0.03% 584               446                0.02%
Facilities Planning and Management 5.26% 105,145     7.78% 155,509       130,327        6.52%
University Police 0.72% 14,459       0.87% 17,433         15,946          0.80%
Rec Sports 0.12% 2,484          0.19% 3,751            3,117             0.16%
Housing 1.88% 37,541       3.02% 60,344         48,943          2.45%
School of Veterinary Medicine 2.66% 53,137       2.66% 53,134         53,135          2.66%
Division of Continuing Studies 0.84% 16,831       0.97% 19,320         18,075          0.90%
Unions 0.98% 19,613       1.54% 30,724         25,168          1.26%
Grand Total 100.00% 2,000,000 100.00% 2,000,000   2,000,000    100.00%

2016-17 Performance Bonus Distribution
(based on percentage of ALL FUNDS FA, LI, AS, CP, and CJ Oct Payroll $ and FTE)
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