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MEMORANUDM 
 
 
DATE:   September 29, 2017 
 
TO:    Deans, Directors and Vice Chancellors 
 
FROM:   Sarah Mangelsdorf, Provost and Vice Chancellor for Academic Affairs 

Laurent Heller, Vice Chancellor for Finance and Administration 
 
RE:    Central Funds for Compensation Adjustments, 2017-18 Academic Year 
 
The central compensation funds in 2016-17 provided some ability to address pressing 
compensation issues including market deficiencies for faculty and staff. However,  
UW-Madison continues to trail behind our peer institutions. To continue our commitment in 
addressing compensation issues and rewarding exemplary faculty and staff, we are proceeding with 
a centralized funding pool for 2017-18. 
 
We are pleased to announce the continuation of the campus’ compensation programs for the 
current year. This includes the Block Grant, Discretionary Compensation Fund (DCF), and 
Performance Bonus Fund.  These initiatives allocate central funding to provide pay increases for 
exceptional performance, market (including retention), and equity. Central funds provided will 
equal $11.5 million in total. This is approximately 30% more funding than provided in 2016-17. 
 
We also encourage college, schools, and divisions to supplement the central funding to increase the 
ability to address compensation issues. This supplementation was important in 2016-17, resulting 
in more faculty and staff receiving increases.  
 
In addition, this year we are continuing to provide $600,000 for adjustments to salary for faculty 
who are undergoing post-tenure review. 
 
In determining how the central funds are used, colleges, schools and divisions should use an 
integrated review strategy where the pay funding initiatives are considered together (not mutually 
exclusive).  For example, if an employee has done an excellent job on a one-time project but her 
position is also below peers in the labor market, a performance bonus could be provided for the 
project work and a salary increase (DCF funding) for the market deficiency. This holistic approach 
is best practice when considering any pay increases. 
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Each college, school, and division will develop a formalized process for using the central funding. 
This will include making it clear to faculty and staff how increases are determined and, if asked, 
providing a reason why an increase was not provided. Attached is a sample process that can be 
used as a resource when developing a specific strategy. 
 
As you may know, the 2017-19 budget does not provide for any all-employee compensation 
increases in the 2017-18 year, but it does provide for a phased pay plan (4% total) in the 2018-19 
year. As a result, we look forward to the opportunity to provide broad compensation increases next 
year. Colleges, schools, and divisions should also consider the impacts of these pay plan increases 
on an employee’s pay when deciding how to allocate the centralized funding pool.  Based on the 
2018-19 pay plan logistics, the centrally funded 2017-18 base increases have a February 2018 
deadline. It is critical that current year pay rates be established for all employees, including mid-
year adjustments such as the faculty Block Grant and DCF fund, so that 2018-19 pay plan increases 
can be calculated on the appropriate base for each employee.  The 2018-19 budget development 
schedule will require that those current year rates be established by the end of February.  Post-
tenure review adjustments must be completed by March 14 for the same purposes. Further 2018-
19 pay plan instructions will be forthcoming.  
 
We also decided to use part of the DCF central funding to upgrade the night and weekend 
differentials for university staff.  Employees receiving these differentials are working inconvenient 
schedules and are typically negatively impacted the most by changes in benefits (e.g., health 
insurance increases).  Thus, based on our discussions with University Staff governance, we will 
upgrade both differentials to $0.80 (effective November 12, 2017). The rates will increase as 
follows: Night - $0.45 to $0.80 an hour, Weekend - $0.60 to $0.80 an hour.  The 101 funding for this 
adjustment equals $167,894.  This funding will be allocated as part of the $4 million Discretionary 
Compensation Fund allocation shown on the attachment.  Madison Budget Office will contact the 
affected units with detail regarding the share of the allocation attributable to the weekend and night 
differential. (Note that most units are not impacted by the weekend and night differential).       
 
Our faculty and staff are truly the drivers behind all the things we do as a world-class higher-
education institution. Providing $12 million of central funding will help to address compensation 
needs for UW-Madison’s outstanding faculty and staff.     
 
Attached to this memo are the following documents: 
 

 2017-18 Block Grant Guidelines for Faculty Compensation Adjustments, with allocations by 
unit 

 2017-18 Discretionary Compensation Fund (DCF), with allocations by unit 
 2017-18 Performance Bonus Fund, with allocations by unit 
 Faculty Post-Tenure Review Increment, with allocations by unit 
 Sample Compensation Review Process for units 

 
 
 
 
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  
Wayne Guthrie, Office of Human Resources  
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2017-18 Block Grant for Faculty Compensation Adjustments 
 
For 2017-18, 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 and nationally 
competitive academic staff 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.   
 
It is not required that schools and colleges match the 2017-18 block grant funds, but schools and 
colleges are strongly encouraged to supplement block grant funds, especially for compression and 
post-promotion increases.   
 
Schools and colleges should also consider the compensation funding initiatives (block grant, 
performance bonus, promotions, post-tenure review adjustment, and the pay plan for FY 18) 
together when reviewing compensation for faculty. This holistic approach will ensure all aspects of 
compensation are reviewed as pay decisions are made. 
 
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 (including possibility of mass uploads if preferred).   

 
 Colleges and schools must develop a process for determining how the pay funding initiatives 

will be used and inform faculty and staff about the process. Transparency is critical.  
 

 Colleges and schools 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 – 3% minimum; performance – 1% minimum with 10% maximum; equity – 
based on case-by-case analysis). Individuals who have already received a 10% performance 
increase in Fiscal Year 2018 are ineligible to receive an additional performance increase, but 
may be considered for a market or equity adjustment.  
 

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

 Colleges and schools 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, 2017 or later.  The deadline for spending the funds is February 
1, 2018 for A-basis and February 20, 2018 for C-basis faculty. 
 

 Faculty who have responsibility for supervising staff must be current with their employee 
performance evaluations to qualify for performance adjustments, and all employees must have 
completed the required UW-Madison training on sexual harassment prevention.  Please 
encourage all employees to complete this training as soon as possible.  Information on the 
training can be found here:  
https://compliance.wisc.edu/titleix/employee-training/ 
 

 All faculty on 101 funding are eligible for adjustments.  Please consider faculty at the assistant, 
associate or full professor level whose compensation may be compressed or below peer 
averages for market increases. 
 

 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 colleges 
and schools 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 link for information on salary equity and 
compression:   

https://provost.wisc.edu/academic-policies-and-guidelines/standard-salary-equity-review-
policy/ 

 

 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/faculty-staff/faculty-compensation/aaude-faculty-
salaries-by-department/ 

 Faculty compensation by UW-Madison school/college and department:  
    https://apir.wisc.edu/faculty-staff/faculty-compensation/scatterplots/ 

 

https://compliance.wisc.edu/titleix/employee-training/
https://compliance.wisc.edu/titleix/employee-training/
https://provost.wisc.edu/academic-policies-and-guidelines/standard-salary-equity-review-policy/
https://provost.wisc.edu/academic-policies-and-guidelines/standard-salary-equity-review-policy/
https://apir.wisc.edu/faculty-staff/faculty-compensation/aaude-faculty-salaries-by-department/
https://apir.wisc.edu/faculty-staff/faculty-compensation/aaude-faculty-salaries-by-department/
https://apir.wisc.edu/faculty-staff/faculty-compensation/scatterplots/
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 Fund allocation determination: Seventy-five percent of the faculty Block Grant was allocated 
based on an average of October 2016 Fund 101 salary dollars and Fund 101 FTE for tenure and 
tenure-track faculty.  Any Fund 101 payroll splits that occurred in non-tenure granting units 
were mapped back to the faculty member’s HR home division.  Twenty-five percent of the 
faculty Block Grant was allocated based on the distance to average peer payroll.   

 
OHR and the Vice Provost for Faculty and Staff will continually review how schools and colleges 
provide compensation adjustments to faculty. 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. 
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2017-18 Faculty Block Grant Distribution 

     

 Column A Column B Distribution   

School/College 

% Based of 
Fund 101 Oct 
Payroll $ and 

FTE 

 % Based on 
Distance to 
Peer Payroll  

 Based on 75% 
Column A & 

25% Column B  

College of Agricultural & Life Sciences 12.6% 11.2% 
                   
428,270   

School of Business 6.1% 0.0% 
                   
161,254   

School of Education 7.4% 6.6% 
                   
251,694   

College of Engineering 10.0% 10.7% 
                   
356,480   

School of Human Ecology 1.6% 0.8% 
                      
49,650   

Nelson Inst Environmental Studies 0.7% 0.7% 
                      
23,914   

Law School 1.7% 4.0% 
                      
80,662   

College of Letters and Science 44.9% 51.2% 
                
1,625,572   

School of Medicine & Public Health 10.6% 10.0% 
                   
364,480   

School of Nursing 0.7% 1.0% 
                      
26,883   

School of Pharmacy 1.4% 1.3% 
                      
49,141   

School of Veterinary Medicine 2.3% 2.5% 
                      
82,000   

        

Total 100.0% 100.0% 
                
3,500,000   
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2017-18 Discretionary Compensation Fund (DCF)  
 
For 2017-18, central campus will allocate $4 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, and division allocation amounts are attached. 
 
It is not required that colleges, schools, and divisions match the 2017-18 DCF funds, but 
organizations are strongly encouraged to supplement the DCF funds to further address 
compensation issues.   
 
Colleges, schools and divisions should also consider the compensation funding initiatives (DCF 
Performance Bonus, increases to night/weekend differential, living wage adjustments, and the FY 
19 pay plan) together when reviewing compensation for staff. This holistic approach will ensure all 
aspects of compensation are reviewed as pay decisions are made. 
 
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 (including possibility of mass uploads if preferred).    
 

 Colleges, schools, and divisions must develop a process for determining how the pay funding 
initiatives will be used and inform staff about the process. Transparency is critical.  
 

 Colleges, schools, and divisions should target awarding DCF 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 – 3% minimum; performance – 
1% 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.  
 

 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
https://www.ohr.wisc.edu/docs/PayAdjustmentToolsMechanismsAmountMatrix.pdf
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 Effective November 12, 2017, night and weekend differentials will be upgraded as a result of 
this DCF centralized funding. The rates will increase as follows: Night - $0.45 to $0.80 an hour, 
Weekend - $0.60 to $0.80 an hour.  The 101 funding for this adjustment equals $167,894.  This 
funding will be allocated as part of the $4 million Discretionary Compensation Fund allocation 
shown on the attachment.  Madison Budget Office will contact the affected units with detail 
regarding the share of the allocation attributable to the weekend and night differential. (Note 
that most units are not impacted by the weekend and night differential).       

 
 The City of Madison living wage is increasing to $13.01 effective in January.  UW-Madison will 

increase employees to this amount effective December 24, 2017.  Divisions with employees 
meeting eligibility criteria will receive more details from OHR later this fall.   

 
 Adjustments can be processed immediately and it is allowable to utilize the funds for 

adjustments approved July 1, 2017 or later. The funds must be spent by February 1, 2018 for 
A-basis, February 4, 2018 for H-basis, and February 20, 2018 for C-basis. 
 

 Supervisory staff must be current with their employee performance evaluations to qualify for 
performance adjustments, and all employees must have completed the required UW-Madison 
training on sexual harassment prevention.  Please encourage all employees to complete this 
training as soon as possible.  Information on the training can be found here:  
https://compliance.wisc.edu/titleix/employee-training/ 
 

 With limited funding and many deserving employees, priority should be given to employees 
who did not receive a bonus or pay adjustment in FY17. 
 

 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.  These individuals can receive a performance bonus lump sum. 
 

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

 
 Fund allocation determination: After covering the full Fund 101 cost of the nighttime and 

weekend differential increase, the discretionary compensation fund was allocated based on an 
average of October 2016 Fund 101 salary dollars and Fund 101 FTE for academic, limited, and 
university staff. 

 
In July of 2018, a review will be conducted to determine how colleges, schools, and divisions have 
used the funds. The findings will inform future pay initiatives.  

https://compliance.wisc.edu/titleix/employee-training/
https://compliance.wisc.edu/titleix/employee-training/
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 2017-18 Discretionary Compensation Fund Distribution 

 (based on percentage of Fund 101 LI, AS, CP, and CJ Oct Payroll $ and FTE) 

 Division  

DCF Total 
Allocation * 

 University Administration            33,657  

 Sec of the Faculty              4,009  

 Sec of the Academic Staff              1,734  

 A01 - Univ Admin Total             39,399  

 DDEEA            51,993  

 VCFA            26,711  

 Office of Data Management and Analytics              3,178  

 Human Resources            62,815  

 External Relations            40,232  

 OQI            13,342  

 Chazen Museum            13,097  

 Legal Affairs            21,813  

 Instruction - Rec Sports              5,714  

 A02 - General Services Total          238,895  

 Business Services            53,613  

 Student Life            45,431  

 Enrollment Management            92,387  

 Division of Information Technology          289,333  

 College of Agricultural and Life Sciences          288,313  

 International Division            23,325  

 School of Business            93,797  

 School of Education          121,955  

 Arts Institute              8,399  

 College of Engineering          152,161  

 School of Human Ecology            29,042  

 VCRGE          235,821  

 Collaborative for Adv. Teaching and Learning            33,611  

 Nelson Institute            19,210  

 Law School            83,013  

 College of Letters & Science          562,219  

 General Libraries          153,105  

 School of Medicine and Public Health          412,822  

 School of Nursing            67,208  

 School of Pharmacy            62,428  

 University Health Services            16,438  

 Officer Education              2,628  

 Facilities Planning and Management          583,671  

 University Police          118,341  

 School of Veterinary Medicine          148,220  

 Division of Continuing Studies            25,211  

 Grand Total      4,000,000  

    

 * $167,894 of the $4M will be allocated as a separate allocation to fund 

 an increase in overnight and weekend rate differentials   
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2017-18 Performance Bonus Fund  
 

For 2017-18, the central campus will allocate $4 million for performance bonuses for faculty, 
academic and university staff, and limited appointees (excluding senior leadership).  The funding 
will continue to 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, and 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. 
 
It is not required that colleges, schools and divisions match the 2017-18 bonus funds, but 
organizations are strongly encouraged to supplement the bonus funds to further address 
compensation issues.   
 
Colleges, schools, and divisions should also consider the compensation funding initiatives (Block 
Grant, DCF, post tenure review increment, and performance bonus) together when reviewing 
compensation for faculty and staff. This holistic approach will ensure all aspects of compensation 
are reviewed as pay decisions are made. 
 
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. 
 

 Colleges, schools, and divisions must develop a process for determining how the pay funding 
initiatives will be used and inform faculty and staff about the process. Transparency is critical.  

 
 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 (including possibility of mass uploads if 
preferred).   
 

https://kb.wisc.edu/ohr/policies/page.php?id=53379
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 The minimum performance lump sum amount is the equivalent of 1% of the employee’s base 
salary (prorated by FTE).  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 bonus) in Fiscal Year 2018, including performance adjustments under the Block Grant or the 
Discretionary Compensation Fund, are ineligible to receive an additional performance bonus 
under this program.  
 

 Adjustments can be processed immediately, and it is allowable to utilize the funds for 
adjustments approved July 1, 2017 (June 25, 2017 for H-basis) or later .  The funds must be 
spent by the end of the fiscal year (FY18). 
 

 Supervisory staff must be current with their employee performance evaluations to qualify for 
performance adjustments, and all employees must have completed the required UW-Madison 
training on sexual harassment prevention.  Please encourage all employees to complete this 
training as soon as possible.  Information on the training can be found here:  
https://compliance.wisc.edu/titleix/employee-training/ 
 

 With limited funding and many deserving employees, priority should be given to employees 
who did not receive a bonus or pay adjustment in FY17. 
 

 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 - division HR 
provided with 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. 

 
 Fund allocation determination: Allocation based on an average of October 2016 salary dollars 

and ALL FUNDS FTE for faculty, academic, limited, and university staff for all fund sources. 
 

In July of 2018, a bonus review will be conducted to determine how schools, colleges, and divisions 
have used the funds. The finding will inform future pay initiatives. 
 
 
 
 
  

https://compliance.wisc.edu/titleix/employee-training/
https://compliance.wisc.edu/titleix/employee-training/
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2017-18 Performance Bonus Fund Distribution 

(based on percentage of ALL Funds FA, LI, AS, CP, and CJ Oct Payroll $ and FTE) 

Division  

AVG $ and FTE 
Dist 

University Administration              12,232  

Sec of the Faculty                1,283  

Sec of the Academic Staff                    556  

A01 - Univ Admin Total               14,071  

DDEEA              20,246  

VCFA              12,490  

Office of Data Management and Analytics                6,199  

Human Resources              20,140  

External Relations              18,582  

OQI                4,248  

Chazen Museum                4,440  

Legal Affairs                6,906  

Instruction - Rec Sports                1,826  

A02 - General Services Total               95,078  

Business Services              27,913  

Student Life              22,983  

Enrollment Management              33,123  

Division of Information Technology            154,475  

College of Agricultural and Life Sciences            270,927  

International Division              19,206  

School of Business            104,305  

School of Education            163,525  

Arts Institute                3,658  

College of Engineering            205,605  

School of Human Ecology              34,292  

VCRGE            278,675  

Collaborative for Adv. Teaching and Learning              11,601  

Nelson Institute              14,773  

Athletics            108,117  

Law School              42,568  

College of Letters & Science            566,401  

General Libraries              49,963  

State Lab of Hygiene              72,739  

School of Medicine and Public Health        1,003,837  

School of Nursing              30,715  

School of Pharmacy              38,653  

University Health Services              41,530  

Officer Education                    854  

Facilities Planning and Management            254,582  

University Police              29,746  

Rec Sports                6,164  

University Housing              96,455  

School of Veterinary Medicine            102,847  

Vet Diagnostic Lab              18,969  

Division of Continuing Studies              31,980  

Wisconsin Union              49,672  
Grand Total        4,000,000  
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Faculty Post-Tenure Review Increment  
 
Central administration is once again allocating funds in 2017-18 to provide permanent base 
adjustments for faculty for performance as identified in post-tenure reviews.  As was the case last 
year the amount allocated centrally to the program will be $600,000, and will be considered a 
supplement to the faculty block grant.  We strongly encourage schools and colleges to match the 
central funding in order to provide the increases.  Funds are distributed to schools and colleges 
based on an FTE headcount of tenured faculty on 101 funds. These funds should be used specifically 
to provide increases to tenured faculty who have been identified through the post-tenure review 
process as having met or exceeded expectations during the usual five-year post-tenure review 
period.  The school and college allocation amounts are attached. 
 
The implementation of the initiative will occur as follows: 
 

 Departments will follow their normal schedule of post-tenure review to coincide with the 
post-tenure review process guidance (see the Provost’s memo of 24 April 2017), and faculty 
will undergo the normal process of post-tenure evaluation as outlined in department, 
school/college, and university policies.  (It is assumed that about one-fifth of each school’s or 
college’s faculty undergo post-tenure review each year.) 

 
 Faculty who are identified by their peers – through the appropriate governance bodies in the 

units in the regular post-tenure review process – as having at least met, and ideally 
exceeded, performance expectations over the period of review (typically five years) are 
eligible to receive base adjustments through this increment. 

 
o Faculty partially funded on 101 funds must be considered. When funding splits 

between 101 and non-101 funds underwrite a faculty salary, the portion of the 
adjustment 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.  

 
 Departments will send the names of those faculty identified for a post-tenure review base 

adjustment to their schools/colleges – with documentation that substantiates their 
performance – along with their post-tenure review reports by the date specified by their 
Dean.  The information must be received and approved by the Dean no later than March 14, 
2018.  

 
 Using the department’s recommendations, schools and colleges will provide base 

adjustments for those identified as having met or exceeded performance benchmarks over 
the last five years.  Final authority for post-tenure review compensation adjustments is 
delegated to deans. 
 

 Colleges and schools should also consider the compensation funding initiatives (Block Grant, 
Performance Bonus, and the FY 19 pay plan) together when reviewing compensation for 
staff. This holistic approach will ensure all aspects of compensation are reviewed as pay 
decisions are made. 
 

 Adjustments calculated as a percentage of base salary should use the ‘new base,’ which may 
include increases from the block grant.  Note: block grant adjustment must be approved and 
entered in HRS to use the higher rate as the ‘new base.’ 
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 Faculty must have completed their Sexual Harassment Prevention training to be eligible for 
increases.  Information on the training can be found here:  
https://compliance.wisc.edu/titleix/employee-training/ 
 

 Total adjustments (the central portion plus any school/college matching funds) should 
generally fall within a range between $1,500 and a dollar amount equal to 5% of base salary.    

 
 Once post-tenure increments have been assigned and approved by the school or college, the 

increases will be reported to OHR through the rate/title change system.  Increases must be 
reported by March 14, 2018, to coincide with the post-tenure review process guidance (see 
the Provost’s memo of 24 April 2017) and be in place for the determination of any pay plan. 

 
 Increases will take effect at the start of the fiscal/academic year following the post-tenure 

review. 
 
 
  

https://compliance.wisc.edu/titleix/employee-training/
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2018-19 Faculty Post-Tenure Increment Distribution  
(based on percentage of Fund 101 Tenure Faculty Oct Payroll FTE) 

Division FTE % FTE  Dist of $600k   

CALS 
           
142.30  12.15%                    72,883   

Business 
             
47.25  4.03%                    24,200   

Education 
             
95.11  8.12%                    48,713   

Engineering 
           
109.68  9.36%                    56,176   

SoHE 
             
17.67  1.51%                       9,050   

Nelson Institute 
               
4.92  0.42%                       2,520   

Law School 
             
18.09  1.54%                       9,265   

L&S 
           
564.85  48.22%                  289,303   

SMPH 
           
117.21  10.01%                    60,032   

Nursing 
               
6.25  0.53%                       3,201   

Pharmacy 
             
18.37  1.57%                       9,409   

Vet Med 
             
29.77  2.54%                    15,248   

Grand Total 
       
1,171.47  100.00%                  600,000   
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Compensation Review Process (Sample Process) 
 
UW-Madison is again providing FY 2018 central funding to colleges, schools, and divisions to facilitate 
compensation adjustments and one-time performance bonuses. College X is excited to use this funding 
to address compensations issues including awarding faculty and staff exceeding expectations. 
 
College X will proceed with the following process to utilize this funding for college pay adjustments. 
 

 Each department/center will receive a funding allocation (broken down by ongoing and one-time 
bonus funding) and a listing of eligible faculty and staff. The funding amounts will be based on the 
number of faculty and staff in the department/center. 

 

 Faculty/supervisors will holistically review the contributions faculty and staff have made and 
advance recommendations (names, justifications for base-adjustments and one-time performance 
bonuses, and amounts) to the chair or director. The below guiding principles will be used when 
recommending adjustments and/or bonuses. 

 
o (College inserts principles related to exceptional performance, achieving college initiatives, 

demonstrating college values, etc.) 
 

 Chair/director will convene a small committee to review the recommendations and decide who 
should receive the pay adjustments and performance bonuses. 

 

 Final list of faculty and staff receiving pay adjustments and performance bonuses will be forwarded 
to the Dean’s Office by (insert date). Specifics of awardees will include name, justifications, and 
amounts. The aggregate adjustments and bonus amounts submitted cannot exceed the department 
or center allocation amount.  However, there is the ability to exceed the funding if a department or 
center wants to use supplemental funds (encouraged). 

 
Some funding has been set aside at the Dean’s office for unexpected retention issues. If a 
department/center has this need after spending their central funds, contact the Dean’s office to discuss 
using this special fund. 

 
Some basic campus-wide parameters for the funding include: 
 

 Faculty and staff must have complete their Sexual Harassment Prevention training to be eligible for 
increases.  Go to: https://compliance.wisc.edu/titleix/employee-training/ 

 Priority will be given to employees who did not receive a bonus or pay adjustment in FY17. 

 Eligible employees must hold an ongoing or renewable position and must have a 50% or greater FTE 
position. 

 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. 

 Chairs and supervisors are obligated, if asked, to provide a reason why faculty or staff members did 
not receive an increase.  

 
Bonus program falls under the campus pay adjustment policy (all provisions apply). If you have 
questions, please contact XXX.  (Campus Performance Bonus Fund provisions attached) 
 

https://compliance.wisc.edu/titleix/employee-training/
https://kb.wisc.edu/ohr/policies/page.php?id=53379

