
 
 
 
 
 
  
November 12, 2013 

 
MEMORANDUM 

 
TO: Deans and Directors 
 

 FROM: Paul M. DeLuca Jr., Provost    
 Darrell Bazzell, Vice Chancellor for Finance and Administration         

 
Subject: 2013-14 Critical Compensation Fund (CCF) 

 
As you know, UW-Madison salaries have not kept pace with the market for faculty, academic 
and classified staff, and limited appointees. This has made it more difficult to attract 
exceptional talent and retain our best employees. To address this increasingly critical situation, 
the university has decided to implement a second phase of the Critical Compensation Fund 
(CCF) to preserve the university’s ability to carry out its mission by providing funds to 
increase the compensation of critical faculty and staff. The fund will provide targeted pay 
increases to address equity, retention, market influences and, for classified employees, 
exceptional performance.  In total, the fund represents 1 percent of the all-funds payroll base 
for eligible employees. 

 
This is not a pay plan. Instead, CCF increases will be limited to selected faculty, academic 
staff, limited appointees, and classified staff.  

 
Attached you will find the CCF guidelines, target dollar amounts and target headcounts. 
Following are a few key points about this year’s CCF. 

 
• CCF funding is to be used to address market, retention and equity concerns for 

unclassified employees, and reward superior performance for classified employees. For 
classified employees, adjustments will use the Discretionary Merit Compensation (DMC) 
tool. Although performance cannot be used as a basis for an adjustment for faculty, 
academic staff or limited employees, satisfactory performance is a prerequisite. In addition, 
significant educational innovation can be a marker of performance. 

 
• Divisions may submit their adjustments any time until March 31, 2014.  
 
• Adjustments may be effective as early as the first pay period after receipt of the request 

by the division. For divisions that do not have delegation to establish DMC effective 
dates, the effective date will be the beginning of the pay period after receipt by OHR. 
CCF adjustment effective dates must be no later than March 31, 2014. Adjustments 
cannot be made retroactively. 
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• All increases will be base adjustments; there will not be any lump sum awards this year 
 
• CCF targets. Schedule A (attached) shows CCF targets, by employee category, for both the 

dollar value of salary/wage adjustments and the headcount (at the 30 percent level) for 
salary/wage adjustments. The dollar value targets are expressed on an all-funds basis.  
Each division must meet this target, by employee category, on an all-funds basis. You may 
exceed this threshold, although additional funding will not be provided (see below). The  
30 percent headcount targets are subject to the additional guidance provided below.  

 
• CCF funding. Central campus will provide supplements for the estimated costs of GPR-

funded positions (funds 101 and 402). The source of funding for these supplements is 
internal reallocation. Schedule B (attached) shows the annualized amounts of the 
allocations by unit. These amounts will be built into your permanent base budgets during 
the 2014-15 budget development cycle. For the current year, six months of funding will be 
provided – one-half of the amount shown in Schedule B. The Budget Office will contact 
units after the March 31, 2014 deadline to coordinate midyear transfers of current year 
funding. Note that if you do not meet your required targets, funding may be withheld. 

  
• Differential treatment based on funding source will not be permitted. Attached you will 

find the dollar amounts, based on the 1 percent CCF allocation across all funding sources, 
that each division must spend on compensation increases in each employee category. 

 
• Each division should strive to provide CCF awards to approximately 30 percent of 

employees, in each category, based on the attached data provided by the Budget Office. 
Under no circumstance can the proportion of division recipients fall below 20 percent of 
the employees in each category. Divisions may exceed the 30 percent threshold as long as 
their awards are consistent with the minima that have been established for individual 
awards, which may require self-funding of some awards. 

 
• Employees who received a CCF increase in 2012-13 are eligible to receive a CCF 

increase again this year. However, at least 50 percent of 2013-14 CCF funds in each 
division must go to employees, within each employee category (i.e., academic staff, 
classified, faculty, and limited), who did not receive CCF adjustments in 2012-13. 
Classified employees who received lump-sum CCFs in 2012-13 are excluded from this 
calculation. Based on input from governance groups, we strongly encourage units to 
exceed the 50 percent. The Academic Staff Executive Committee, for example, advised 
that a more reasonable target would be 70 percent for new recipients. Although we 
understand that local employment conditions and pay structures may prevent achieving a 
target higher than 50 percent, we strongly encourage units to make their best efforts to do 
so. 

 
• For each employee category, there are minimum percentage and/or dollar-amount increases. 
 
• Deans and directors may use their school, college or division funds to exceed the  

1 percent allocated under this fund.  
 
• Deans and directors must review CCF awards to ensure they reflect an equitable 

distribution based on gender, race and ethnicity. 
 
 



 
 
• Funding and authority cannot be transferred from one employee category to another 

(e.g., from academic staff to faculty) without prior approval from the Budget Office and 
OHR. 

 
• We have fully delegated the authority to deans and directors to approve CCF adjustments 

for faculty, academic staff, and limited employees. For classified adjustments, however, 
divisions will need to apply the campus Discretionary Merit Compensation policy. 

 
• Academic staff and classified governance bodies urged that we communicate about the 

CCF more broadly and effectively this year. Toward that end, we will work with each 
division to ensure all employees are fully aware of the CCF program.  

 
• The Budget Office and OHR will review CCF award submissions to determine whether 

each division is meeting the CCF requirements. 
 

We will provide your HR representatives with detailed information this week about how to 
process your adjustments. 

 
If you have any questions, please contact Tim Norris in the Madison Budget Office, or Mark 
Walters or Steve Lund in the Office of Human Resources. 
 
Attachments 
 
xc: Rebecca Blank, Chancellor 
 Heather McFadden, Academic Staff Executive Committee 

Russell Kutz, Classified Staff Advisory Committee 
Michael Bernard-Donals, University Committee 
Bob Lavigna, OHR 
Tim Norris, MBO 
Steve Stern, Vice Provost 
Mark Walters, OHR 
Steve Lund, OHR 
HR Representatives 
Budget Officers 

 


