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TO:   Members 

  Joint Committee on Employment Relations 

 

FROM: Bob Lang, Director 

 

SUBJECT: Summary of Proposed 2021-23 State Compensation Plan Provisions 

 

 

 On October 29, 2021, the Department of Administration's (DOA) Division of Personnel 

Management (DPM) submitted the proposed 2021-23 state compensation plan to the Joint 

Committee on Employment Relations (JCOER) for approval. In addition, the administration 

submitted a bill draft (LRB-5035/P3) intended to implement several provisions of the proposed 

compensation plan, and additionally provide funding for pay progression to District Attorneys and 

the State Public Defender, to account for the cost of pay increases approved during 2021-23 biennial 

budget deliberations for assistant district attorneys, deputy district attorneys, and assistant state 

public defenders. 

 

 Also before the Committee is a request to approve adjustments to compensation for UW 

System employees, including UW-Madison employees. Compensation of employees under the pay 

plans of the UW System and UW-Madison, which are separate from the state compensation plan, is 

adjusted as a percentage of the budgeted salary base for all UW System employees. Under s. 

230.12(3)(e)1. of the statutes, adjustments to the salary base, other than specified across-the-board 

pay adjustments, are available for discretionary use by the Board of Regents. The 2021-23 proposal 

to adjust compensation of UW System employees constitutes two increases of 2% each to the 

budgeted salary base in January of each fiscal year, in accordance with what was budgeted under 

Act 58 in compensation reserves.   

 

 This memorandum provides background information on statutory requirements related to the 

compensation plan, the pay plan supplementation process, related amounts budgeted to 

compensation reserves in 2021 Act 58, funding proposed to be provided to compensation reserves 

under LRB-5035/P3, and an explanation of several terms used in the compensation plan. Finally, 

attached is a summary of the provisions of the 2021-23 state compensation plan as proposed. The 

provisions of the accompanying bill draft, LRB-5035/P3, are summarized in a separate 

memorandum to the Committee. 
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Compensation Plan  

 

 Statutory Components. The state's biennial compensation plan for classified employees, 

elected state officials, and certain unclassified employees is established under s. 230.12 of the 

statutes. Under these provisions, the compensation plan must: 

 
"include the amounts and methods for within range pay progression, for pay transactions, and 

for performance awards. The proposal shall be based upon experience in recruiting for the 

service, the principle of providing pay equity regardless of gender or race, data collected as to 

rates of pay for comparable work in other public services and in commercial and industrial 

establishments, recommendations of agencies and any special studies carried on as to the need 

for any changes in the compensation plan to cover each year of the biennium. The proposal 

shall also take proper account of prevailing pay rates, costs and standards of living and the 

state's employment policies."  

 

 The compensation plan consists of both: (a) the dollar values of the pay rates and ranges and 

the within range pay steps of the separate pay schedules to which the classes and grade levels for 

positions in the classified service established under the classification plan are assigned; and (b) the 

provisions governing the pay of most unclassified positions in the executive branch. In addition, the 

compensation plan may include provisions for supplemental pay and pay adjustments, and other 

provisions required to implement the plan or amendments.  

 

 Statutes specify that separate pay schedules may incorporate different wage and salary 

administration features. Each of these schedules must "provide for pay ranges or pay rates and 

applicable methods and frequency of within range pay adjustments based on such considerations as 

competitive practice, appropriate principles and techniques of wage and salary administration and 

determination, elimination of pay inequities based on gender or race, and the needs of the service."  

 

 Statutes specify that "the compensation program shall contain either individual or 

combinations of pay advancement techniques, and the pay schedules therein may contain provisions 

for a variety of methods of within range progression, including, but not limited to discretionary 

performance awards, equity adjustments, "time in grade" adjustments, and other appropriate within 

range adjustments as may be provided in the compensation schedule." The compensation plan may 

also include other provisions related to pay, benefits, and working conditions. 

 

 Statutory Role of the Joint Committee on Employment Relations. The DPM administrator is 

required to submit "a proposal for any required changes in the compensation plan" to JCOER. The 

Committee is then required to hold a public hearing on the proposed plan. Statutes further specify 

that the "proposal, as may be modified by the joint committee on employment relations together with 

the unchanged provisions of the current compensation plan, shall, for the ensuing fiscal year or until 

a new or modified plan is adopted under this subsection, constitute the state's compensation plan." 

Any modification made by JCOER of the administrator's proposed changes "may be disapproved by 

the governor within 10 calendar days." In this case, a "vote of 6 members of the joint committee on 

employment relations is required to set aside any such disapproval of the governor."  

 

 Subsequent to adoption of the proposed plan as may be modified by JCOER, provisions of the 
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compensation plan that JCOER approves which require legislative action for implementation, "such 

as changes in fringe benefits and any proposed amendments, deletions or additions to existing law, 

shall be introduced by the committee in a bill or companion bills, to be put on the calendar." Any 

such bill or companion bills are not subject to statutory requirements for referral to the Joint 

Committee on Finance, referral and reporting requirements related to the Joint Survey Committee 

on Retirement Systems, and emergency clause provisions for bills passed prior to a biennial budget 

bill. Current law requires that JCOER "accompany the introduction of such proposed legislation with 

a message that informs the legislature of the committee's concurrence with the matters under 

consideration and which recommends the passage of such legislation without change."  

 

Pay Plan Supplements 

 

 Compensation reserves are monies set aside in the budget to provide funding for any increases 

in state employee salary and fringe benefit costs that may be required in the biennium, but for which 

funding is not included in individual agency budgets. The reserve funds are not allocated at the time 

of budget development to individual agencies because neither the amount of any salary or fringe 

benefit cost increases, nor the specific amount of funding needed by each individual agency, is 

known. 

 

 In the 2021-23 biennium, to the extent necessary, costs of unbudgeted pay and fringe benefit 

adjustments would be funded from the compensation reserves under the pay plan supplementation 

process. Under the pay plan supplementation process, DOA requires state agencies, towards the end 

of each fiscal year, to document the need for any supplementation of existing budgets for the cost of 

any authorized pay increases (including associated fringe benefit costs, such as social security and 

retirement contribution payments) and for the cost of the employer's share of any increased fringe 

benefit costs such as premiums for state employee health insurance. Once these requests have been 

reviewed by DOA, the request is submitted to the Joint Committee on Finance for final approval 

under a 14-working day passive review process.  

 

 The schedule of compensation reserves in Chapter 20 of the statutes indicates reserve funding 

for each funding source from which state employees' salaries and benefits may be funded. The 

respective indications of GPR, FED, PR, and SEG funding amounts are included to provide an 

indication of the all-funds impact of the anticipated cost increases to agencies under the 

administration's plans for compensation. However, the actual fiscal impact of "releasing" funds from 

these indicated reserves is different between GPR funds and any non-GPR funding sources. The 

reason for this is that the GPR funding comes from a single central source, the general fund, which 

is composed primarily of general tax revenues. In contrast, the other funding sources are not pooled 

in a single account. While these revenue sources are the same in the definitional sense of involving 

the same type of revenue (for example, federal revenue), the revenues are retained by the individual 

agencies in either separate program accounts (such as a separate program account for licensing fees) 

or in distinct segregated funds (the transportation fund or the conservation fund, for example). 

Therefore, rather than these different revenues all going to a single fund, each program account or 

segregated fund separately receives revenues that are to be deposited exclusively to that account or 

fund and the expenditures of those revenues may be made only for the purposes authorized for that 

account or fund. 
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 As a consequence of this difference, when GPR that is set aside in the compensation reserves 

is released to state agencies under the pay plan supplementation process, it is transferred from one 

central GPR appropriation to individual agency GPR appropriations for expenditure. In contrast, 

when FED, PR, or SEG monies are "released" to state agencies under the pay plan supplementation 

process, these monies are transferred from the individual revenue balance of the particular account 

or fund for that individual agency to the appropriation side of that account or fund. In general, such 

accounts or funds usually have sufficient revenue reserves to cover the costs of the pay plan 

supplements; what they require is the authorization to increase their total spending authority by the 

amount of the requested supplement. The review of compensation reserves for biennial budget 

development, therefore, usually focuses on GPR funding amounts. 

 

2021-23 Biennial Budget 

 

 Under the 2021-23 biennial budget (2021 Act 58), $232.3 million (all funds) is budgeted for 

compensation reserves. The funding sources of the $232.3 million are shown in Table 1.  

 

TABLE 1 

 

Compensation Reserve Amounts by Fund Source 
 

 

Fund Source 2021-22 2022-23 Total 
 

General Purpose Revenue $41,929,200 $105,951,600 $147,880,800 

Federal Revenue 6,627,800 16,346,500 22,974,300 

Program Revenue 11,024,200 27,189,100 38,213,300 

Segregated Revenue      6,704,600       16,535,500      23,240,100 
 

Total $66,285,800 $166,022,700 $232,308,500 

 The components of compensation reserves funded from general purpose revenue (GPR) are 

shown in Table 2.  

 



Page 5 

TABLE 2 

 

GPR Compensation Reserves Components 
 

 

 2021-22 2022-23 Biennium 

Prior Period and Inflationary Increases for State  

   Employee Fringe Benefits $17,511,700 $35,748,900 $53,260,600 

Opt-Out Incentive Savings -1,467,700 -2,503,400 -3,971,100 

General Wage Adjustments  21,717,000 65,734,500 87,451,500 

$5 Add-on for Correctional Vacancies 1,750,000 1,750,000 3,500,000 

Judge and Justice Salary Increases 661,900 2,360,300 3,022,200 

Market Wage and Parity Adjustments 1,000,000 1,000,000 2,000,000 

Long-Term Service Awards 703,600 598,900 1,302,500 

Night and Weekend Differential Increase 0 1,194,400 1,194,400 

Nursing Assistant and Resident Care Technician  

  Pay Progression           52,700            68,000           120,700 
 

Total $41,929,200 $105,951,600 $147,880,800 

 Based on information provided by DPM, Tables 3 and 4 provide cost estimates for provisions 

included in the proposed compensation plan, excluding provisions that would require additional 

funding be provided to compensation reserves. [Table 5 addresses the funding that would be 

provided to compensation reserves under bill draft LRB-5035/P3.] It should be noted that, in some 

cases, for provisions which may be supplemented from compensation reserves, estimated GPR costs 

could exceed the amounts budgeted under 2021 Act 58. With regard to the difference between 

budgeted and estimated costs, the administration indicates that pay plan supplements funded from 

compensation reserves would only be allowable within the amounts budgeted. As noted in the 

provisions of the proposed compensation plan, supplements would be provided from compensation 

reserves, subject to the availability of funds, as determined by the Secretary of DOA. 

 

 Table 3 summarizes the estimated cost of base pay increases in the proposed compensation 

plan in 2021-22 and 2022-23, as well as the annualized cost to continue in the following biennium. 

The table includes the GPR and all funds cost of salaries and variable fringe benefits for each 

provision, as well as the protective service add-on for the modifications to the Capitol Police and 

warden pay progression, correctional security position progression and minimum pay, excise tax 

agent progression, and probation and parole agent market adjustments. It should be noted that the 

estimated cost of general wage adjustments in Table 3 is consistent with what was budgeted in 

compensation reserves under 2021 Act 58, included in Table 2 above. The difference between the 

amounts shown in the tables is primarily attributable to the cost of general wage adjustments that 

would be provided to employees of the UW System, which are not covered by the compensation 

plan. 
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TABLE 3 

 

Compensation Plan Executive Branch Base Pay Increases, Cost of Salaries and Variable 

Fringe Benefits 

 
   GPR   All Funds 

 GPR GPR Annualized All Funds All Funds Annualized 

Provision 2021-22 2022-23 Cost to Continue 2021-22 2022-23 Cost to Continue 

May be Supplemented from Compensation Reserves       

General Wage Adjustment, 2%* $8,482,900 $27,027,000 $37,115,800 $18,614,700 $59,310,400 $81,452,000 

Market Stratification 495,700 920,600 920,600 1,236,100 2,295,500 2,295,500 

Capitol Police and Warden Pay Progression 17,600 29,900 33,300 582,000 890,600 903,200 

Nursing Assistant and Resident Care Technician Progression 1,100 5,700 7,300 192,400 458,200 522,000 

Parity - To Be Determined by DPM***            N/A              N/A              N/A              N/A              N/A              N/A 

   Subtotal $8,997,300 $27,983,200 $38,077,000 $20,625,200 $62,954,700 $85,172,700 

 

Agency-Funded (May Not be Supplemented) 

DOC and DHS Security Progression, Add 20 Year  

   Point (Option A) $1,295,000 $1,624,700 $1,751,900 $1,419,500 $1,682,800 $1,812,400 

Nurse Clinician 2 Progression (Option A) 279,500 585,700 609,400 512,500 1,082,200 1,135,200 

DOC and DHS Security, Raise Minimums (Option A) 306,000 662,900 662,900 349,300 756,900 756,900 

Pay Schedule 14 Engineer Progression Increase by 5% 3,900 7,200 7,200 185,000 343,600 343,600 

Entry Level Information Services Progression 1,600 2,900 2,900 19,800 50,500 50,500 

Excise Tax Agents Progression 0 0 0 5,500 17,200 23,400 

Agency-Funded Market Adjustments 

   DOT Engineer Market Equity 0 0 0 2,940,100 5,460,200 5,460,200 

   DOC Probation and Parole Agents 0 2,929,500 2,929,500 0 2,959,600 2,959,600 

   ETF Trust Funds Specialist Market Equity 0 0 0 0 991,900 991,900 

   DHS, DVA, DOC Nurse Clinician 3 and 4 Market Equity 235,500 433,800 433,800 366,500 677,100 677,100 

   DHS, DVA, DOC Licensed Practical Nurse Market Equity 59,800 111,000 111,000 153,600 285,200 285,200 

   DHS Resident Care Supervisor Market Equity 0 0 0 93,800 174,200 174,200 

   Electronics Technician Market Equity (Various Agencies) 42,400 78,700 78,700 71,100 132,100 132,100 

   Public Defender Investigator Market Equity 50,800 94,400 94,400 50,800 94,400 94,400 

   DHS, DVA, DOC Advanced Practice Nurse-Prescriber  

      Market Equity 34,300 63,700 63,700 48,600 90,200 90,200 

   DHS, DPI Occupational Therapist Market Equity 22,300 40,300 40,300 46,100 84,500 84,500 

   DMA Emergency Government Specialist Market Equity 7,000 13,000 13,000 42,700 79,300 79,300 

   DHS, DVA Occupational Therapy Assistant  22,300 41,400 41,400 38,000 70,500 70,500 

   DHS, DVA, DOC Pharmacy Technician  22,600 41,900 41,900 35,500 65,900 65,900 

   DWD Equal Rights Officer Market Equity 26,500 49,200 49,200 31,000 57,700 57,700 

   DHS, DVA Respiratory Therapist Market Equity 0 0 0 24,600 45,600 45,600 

   DCF Program Supervisor Market Equity 0 0 0 23,300 43,200 43,200 

   DHS, DOC, DPI Educational Assistant 10,400 19,300 19,300 18,200 33,700 33,700 

   DHS, DVA, DOC Dental Assistant 12,800 23,900 23,900 17,300 32,200 32,200 

   DPI Child Care Counselor 14,700 27,200 27,200 14,700 27,200 27,200 

   ECB Media Telecommunications Technician Market Equity 10,900 20,300 20,300 14,200 26,400 26,400 

   DHS, DPI Physical Therapist Market Equity 0 0 0 11,300 21,000 21,000 

   ECB Media Supervisor Market Equity 1,300 2,400 2,400 6,500 12,000 12,000 

   DHS, DVA Phlebotomist             800          1,400          1,400          4,400            8,200            8,200 

   Subtotal $2,460,400 $6,874,800 $7,025,700 $6,543,900 $15,405,500 $15,594,300 
 

Total $11,457,700 $34,858,000 $45,102,700 $27,169,100 $78,360,200 $100,767,000 

 
*Cost for executive branch positions under the compensation plan only, excluding elected officials. Figures do not include the UW System, SWIB, the Legislature, or the 
Courts, which generally administer their own pay policies outside of the compensation plan. 

**It is anticipated that supplemental expenditure authority would be requested for only non-GPR fund sources. 

***About $80,000 of the $1 million GPR "Market Wage and Parity Adjustments" funds in compensation reserves (see Table 2) would be available in 2022-23 for parity 

adjustments. Parity adjustments for agency-funded market adjustments would not be supplemented from compensation reserves.  

 Table 4 summarizes the cost of supplemental pay provisions in the proposed compensation 

plan in 2021-22 and 2022-23. These add-ons and incentive payments would not increase base pay 
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for employees. The table includes the GPR and all funds cost of salaries and variable fringe benefits 

for each provision, as well as the protective service add-on for the $5 add-on for security positions 

at high vacancy adult correctional institutions, retention incentive payments for Corrections and 

Health Services protective status employees, and law enforcement training add-on. 

TABLE 4 

 

Compensation Plan Proposed Supplemental Pay Provisions, 

Cost of Salaries and Variable Fringe Benefits 

 

 
 GPR GPR All Funds All Funds 

Provision 2021-22 2022-23 2021-22 2022-23 

May be Supplemented from Compensation Reserves     

$5 Add-on for Security Positions at High Vacancy Adult  

   Correctional Institutions* $3,500,000 $3,500,000 $3,500,000 $3,500,000 

Night and Weekend Differential Increase 0 1,102,500 0 1,584,100 

Retention Incentive Payments for DOC, DHS Protective Status  

   Employees 682,800 577,000 708,800 609,600 

DSPS Universal Building Inspector Add-ons                 0                  0        33,000        61,300 

   Subtotal $4,182,800 $5,179,500 $4,241,800 $5,755,000 

     

Agency-Funded (May Not be Supplemented)     

DOC, DHS, DVA Referral Bonus for 24/7 Facilities $257,800 $257,800 $396,200 $396,200 

Juvenile School Teacher Add-on 0 0 49,900 108,100 

Attorney Supervisor Add-on 32,700 60,800 45,900 85,300 

DOR Revenue Economist Add-ons 36,200 67,300 36,200 67,300 

Insurance and Financial Examiner Add-ons 0 0 24,000 41,400 

Master Plumber Add-on 0 0 9,100 16,800 

Construction Representative Asbestos Supervisor Add-on 0 0 7,400 13,700 

Law Enforcement Training Add-on 0 0 13,500 13,500 

Law Enforcement Court Appearance Cancellation Pay  ------------ Indeterminate ------------ 
 ____________ _____________ ____________ ____________ 
   Subtotal $326,700 $385,900 $582,200 $742,300 

     

Total $4,509,500 $5,565,400 $4,824,000 $6,497,300 

 
*Only 50% of the cost of the $5 add-on for high vacancy adult correctional institutions may be supplemented from compensation 

reserves. 

 Table 5 provides cost estimates for provisions that would require additional funding be 

provided to compensation reserves. The bill draft submitted to JCOER by DPM, LRB-5035/P3, 

would provide $29,247,100 GPR in 2021-22 and $63,022,800 GPR in 2022-23 to compensation 

reserves to implement these provisions in the proposed compensation plan.   
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TABLE 5 

 

Compensation Plan-Related Provisions of LRB-5035/P3 

 
 
      All Funds 

 GPR GPR GPR Annualized All Funds All Funds Annualized 

Provision 2021-22 2022-23 Cost to Continue 2021-22 2022-23 Cost to Continue 

 

DOC and DHS Security Progression, $5 Increase (Option B)* $25,717,200 $55,720,600 $55,720,600 $28,160,900 $61,015,200 $61,015,200 

$2 Maximum Security Institution Add-on* 2,615,000 5,665,900 5,665,900 2,885,400 6,251,700 6,251,700 

Nurse Clinician 2 Pay Progression (Option B)** 779,800 1,347,100 1,331,064 1,421,100 2,530,700 2,492,000 

DHS, DVA, DOC Nurse Clinician 3 and 4 Market Equity**        135,100        289,200        289,200        313,000        451,400        451,400 

       

Total $29,247,100 $63,022,800 $63,006,764 $32,780,400 $70,249,000 $70,210,300 

 
*Figures reflect the calculations upon which the bill draft was based for each provision. To fully fund the increased cost of fringe benefits associated 

with protective add-on, an additional 0.5% of salary costs would be needed, totaling $118,000 GPR ($129,300 all funds) in 2021-22 and $255,600 

GPR ($280,100 all funds) in 2022-23. 
 

**Funding shown reflects only the cost increase beyond what agencies would fund under the provisions of the compensation plan that could be 

implemented within existing agency budgets. 

Terminology Used in the Compensation Plan 

 

 A pay progression system, as typically included in the compensation plan, is a time-based 

system that provides pay increases to individual employees in specific classifications or pay ranges 

based on longevity through a grid that lists hourly pay rates for different lengths of service, such as 

some number of months or years. Pay progressions included in the compensation plan generally 

require that employees meet performance standards to be eligible for pay increases. Pay progression 

is intended to move an employee's pay from the pay minimum towards the maximum level.  

 An equity adjustment generally describes an adjustment to an employee's base rate in cases 

where the employee's base rate is lower than that of employees with fewer years of service. These 

adjustments can only occur in broadbanded pay ranges (discussed below). In most cases, seniority 

date is a primary factor in providing an equity adjustment. In larger classification groups, there could 

be "sub-groups" where an equity adjustment is considered for groups that perform similar work. 

Equity adjustments may be based on establishment of wage rates in an agency that correspond to 

each job's relative value to the agency. 

 A market wage adjustment is a one-time base pay increase provided to some or all employees 

in a particular classification that is intended to bring individual employees' pay up to or closer to a 

market rate (that is, the going rate in the job market for the type of work the individual performs).  

 A funded market adjustment is a market wage adjustment in which some or all of the filled 

positions in the specified classification receives the designated amount. The cost of funded market 

adjustments is supplemented from compensation reserves, unless otherwise specified.  

 Agency-funded market adjustments are market wage adjustments that may not be 

supplemented from compensation reserves. Rather, the agency must fund the pay increase within its 

existing budget.  



Page 9 

 Generated market adjustments describe a type of pay adjustment in which a pool of funding 

for providing market wage adjustments is generated based upon the number of filled positions in 

specific classifications within an agency. Depending on the structure of the generated market 

adjustment, the pool of funding may be available for allocation to multiple classifications or 

classification series, or may be restricted to the specific classifications or classification series that 

generated the funding. The agency is provided discretion to distribute varying amounts from the pool 

of funding to employees in the classifications generating the funding. This method is most used to 

correct equity issues within an agency or a classification overall. The pool of funding may or may 

not be fully distributed. Generated market adjustments may be funded from compensation reserves 

or agency-funded, as specified in the compensation plan.  

 Parity adjustments describe pay adjustments that an agency may request for employees in a 

different classification who perform similar work to employees in the identified classification list. 

These parity requests must be sent to DPM for review and must be approved by the administrator. 

Historically, parity adjustments were pay provisions for nonrepresented employees to provide an 

average level of pay adjustments for the biennium that is comparable to the average level for the 

related group of represented employees. Typically, the authorization for parity adjustments would 

be acquired through amendments or modifications to the compensation plan established at the 

beginning of the biennium. 

 Pay compression describes pay differentials that are considered inequitable. Specifically, the 

term may apply to differences between: (a) the pay of supervisors and subordinates; (b) the pay of 

experienced and newly hired personnel of the same classification; or (c) pay-range midpoints in 

successive job pay ranges or related jobs across pay structures. 

 Add-on pay is a type of supplemental pay provided on an hourly basis for certain 

classifications and types of work performed. Such pay may be provided to address recruitment, 

retention, or other employment issues. Add-on pay, when provided, does not constitute a base pay 

increase.  

 Broadbanding is a pay structure that consolidates a number of pay grades and salary ranges 

into fewer bands with relatively wide salary ranges. Under the compensation plan, classified 

positions are assigned to either a non-broadband or broadband pay schedule. Pay administration 

policies differ between these pay schedule types. In general, there is more flexibility in setting the 

pay rates of positions in broadband pay schedules. For example, pay on appointment for positions 

assigned to a broadband pay schedule may be set at differing rates, subject to the maximum for the 

applicable pay range and the restrictions outlined in the compensation plan. 

 Lastly, as noted in 2019-21 and 2021-23 compensation plan definitions, the term "FLSA-

exempt" refers to an employee who is exempt from the overtime provisions of the federal Fair Labor 

Standards Act (FLSA). This federal legislation is the source of various other labor laws, including 

the federal minimum wage, hours worked (what constitutes compensable time), recordkeeping 

requirements, and child labor provisions.  

Prepared by: Rachel Janke and Jere Bauer 

Attachment
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ATTACHMENT  
 

2021-23 State of Wisconsin Compensation Plan Proposal 
 

 Following is a summary of the 2021-23 state employee compensation plan proposal submitted 

to JCOER by DPM. The proposed plan amends the provisions of the 2019-21 compensation plan. 

As such, this summary identifies only those provisions which are proposed changes to the current 

plan. The sections of the 2021-23 compensation plan that pertain to each provision are identified at 

the end of each entry. A number of provisions have an effective date of "to be determined" (TBD). 

The Division indicates that these provisions would be effective at the beginning of the first pay period 

following approval of the plan.  
 

1. General Wage Adjustments 

 Dates, Amounts, and Eligibility. The plan would provide a general wage adjustment (GWA) 

of 2% on January 2, 2022, and an additional GWA of 2% on January 1, 2023, to all eligible 

employees. Eligible employees include non-represented classified employees, indefinite-term 

unclassified employees, classified attorneys, and certain unclassified attorneys. As under prior 

compensation plans, limited-term employees could have their base pay rate adjusted by the GWA 

that is provided to other employees. [The plan additionally makes changes to various provisions 

relating to GWAs to reflect the proposed implementation dates of the GWAs in the 2021-23 

biennium.] 

 Progression-Eligible Attorneys. As under the 2019-21 plan, certain progression-eligible 

attorneys with satisfactory performance whose pay increase funding is included in the state budget, 

and who have not yet received at least a 2.0% progression increase for the applicable fiscal year, 

would receive a GWA equal to the difference between 2.0% and the amount already received, if any. 

The 2021-23 plan modifies the current provision to also require that such attorneys must have 

attained eligibility for merit pay progression [continually employed for 12 months and not at the 

maximum of the pay range]. These attorney positions include assistant and deputy district attorneys, 

assistant state public defenders, and assistant and deputy attorneys general.  

 Delayed GWAs. The plan would modify language relating to eligibility and job performance 

such that an employee whose job performance was rated unsatisfactory (previously "below 

satisfactory") as a result of the most recent formal performance evaluation conducted in the 12-month 

period ending on the effective date of the applicable GWA would not be eligible for the GWA. The 

plan also provides that, if the performance of such an employee is no longer rated as unsatisfactory 

the following March 31, the employee would be granted a delayed GWA effective April 10, 2022, 

for 2021-22 or April 9, 2023, for 2022-23 with no retroactive pay or lump sum payment for the delay 

and no annualized GWA payment if limited by the pay range maximum.  

 Funding of $21,717,000 GPR in 2021-22 and $65,734,500 GPR in 2022-23 was included in 

2021 Act 58 in compensation reserves to provide two GWAs of 2% each on January 1, 2022, and 

January 1, 2023, for most state employees, including employees of the UW System and elected 

officials. The implementation dates in the proposed compensation plan coincide with starting dates 

for pay periods in the state's central payroll calendar. 

 [Sections: A-2.01, B-3.05, and C-2.00] 
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2. Elected Official Pay 

 Under the Wisconsin Constitution, the compensation of a public officer may not be increased 

or decreased during the term of office, except that: (a) any increase in the compensation of members 

of the Legislature takes effect, for all Senators and Representatives, after the next general election 

beginning with the new Assembly term; and (b) any increase or decrease in the compensation of 

Justices of the Supreme Court or judges of any other court become effective for all Justices or judges, 

upon the election or appointment of any Justice or judge. Further, statutes specify that the state's 

biennial compensation plan include the compensation amounts for Justices, judges, legislators, state 

executive branch constitutional officers, and district attorneys. 

 Executive and Legislative Officials. The plan would provide executive and legislative branch 

elected officials two pay increases of approximately 2% each. As noted previously, funding was 

included in 2021 Act 58 in compensation reserves to provide two GWAs of 2% each on January 1, 

2022, and January 1, 2023, for most state employees, including executive and legislative branch 

elected officials. Note that, although two pay increases of approximately 2% each were made to rates 

of office in January, 2020, and January, 2021, because the Governor, Lieutenant Governor, Attorney 

General, State Treasurer, and the Secretary of State serve four-year terms, incumbent officials have 

not received increased salaries since the 2019 inauguration date. The salaries identified in the 2021-

23 compensation plan, which also incorporate the pay adjustments made in the 2019-21 

compensation plan, would be applicable to individuals inaugurated in January, 2023, and apply for 

their entire four-year term. Similarly, legislator salary increases would not be provided to current 

legislators, but would be applicable to all legislators inaugurated for the 2023-24 legislative session. 

Since the State Superintendent of Public Instruction began a four-year term of office in July, 2021, 

the next applicable salary increase would be in July, 2025. Finally, since District Attorneys began 

four-year terms of office in January, 2021, the next increase in these salaries would occur in January, 

2025. 

 Proposed annual compensation amounts for executive and legislative branch elected officials 

are identified in the table below. 
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 Current  Rate for Office Rate for 

 Rate for January 2, 2022 to Office 

Position Office December 31, 2022 January 1, 2023 

    

Governor $152,756  $162,386  $165,568  

Lieutenant Governor 80,684 85,696 87,423 

Attorney General 148,242 157,581 160,680 

State Superintendent of Public Instruction 132,351 135,034 137,696 

State Treasurer 72,551 77,023 78,583 

Secretary of State 72,551 77,023 78,583 

 

Legislator 55,141 56,264 57,408 

 

District Attorney, county with a population of more than 750,000 145,288 151,175 154,212 

District Attorney, county with a population of more than  

   250,000 but not 750,000 131,456 136,781 139,527 

District Attorney, county with a population of more than  

   100,000 but not 250,000 124,842 129,917 132,517 

District Attorney, county with a population of more than  

   75,000 but not 100,000 124,842 129,917 132,517 

District Attorney, county with a population of more than  

   50,000 but not 75,000 118,872 123,698 126,173 

District Attorney, county with a population of more than  

   35,000 but not 50,000 118,872 123,698 126,173 

District Attorney, county with a population of more than  

   20,000 but not 35,000 106,288 110,615 112,840 

District Attorney, county with a population of not more than 20,000  106,288 110,615 112,840 

 

 

 Judicial Officials. Based on increased funding included in 2021 Act 58 in compensation 

reserves, the plan would provide Supreme Court Justices, and Court of Appeals and Circuit Court 

judges pay increases totaling approximately 5% beginning in January, 2022, and an additional 6% 

in January, 2023. Proposed annual compensation amounts for judicial branch elected officials are 

identified below. 

 Current  Rate for Office  

 Rate for January 2, 2022 to Rate for Office 

Position Office December 31, 2022 January 1, 2023 

    

Supreme Court Justice $165,772 $174,185 $184,819 

Court of Appeals Judge 156,388 164,325 174,357 

Circuit Court Judge 147,535 155,023 164,487 

 

 

 [Sections: B-2.01 thru B-2.04] 

3. Correctional Security Pay Provisions  

 The plan would make the following changes relating to correctional security positions.  

 Add-on for High Vacancy Adult Institutions. The plan incorporates a provision of Act 58 to 

provide a $5 per hour add-on for all hours worked by correctional officers and correctional sergeants 

at any adult correctional institution that meets the following criteria: (a) the combined share of vacant 

correctional officer and correctional sergeant positions at the institution is more than 40%; and (b) 

where the $5 add-on is implemented, the add-on would continue to be paid until the vacancy rate for 

such positions has been 40% or less for six consecutive months. The determination of the vacancy 
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rate and duration of the add-on would be determined by the Division of Personnel Management. As 

specified in Act 58, 50% of the cost of this provision would be supplemented from compensation 

reserves, subject to availability of funds for this purpose as determined by the Secretary of DOA. 

 Modifications to Pay Progression. Under the 2019-21 compensation plan, a pay progression 

system for security positions provides increased pay rates for correctional officers/sergeants, youth 

counselors/advanced, and psychiatric care technicians/advanced after attaining a specified number 

of years of continuous service. The proposal would modify this pay progression under one of two 

options, described below: (a) Option A, which would be funded by Corrections and Health Services 

within existing agency budgets; and (b) Option B, which would require that additional GPR funding 

be provided to compensation reserves.  

 • Pay Progression--Option A, Raised Minimum Pay. The plan would increase minimum 

pay rates for correctional officers/sergeants, youth counselors/advanced, and psychiatric care 

technicians/advanced by $0.47 per hour, after applying the 2% GWA, effective January 2, 2022. The 

cost of this provision would not be supplemented from compensation reserves. 

 • Pay Progression--Option A, 20-Year Point. The plan would add a 20-year progression 

point to the pay structure (currently the pay progression last provides an increase at 15 years), funded 

within agency budgets, effective January 2, 2022.  

 • Pay Progression--Option B. If additional funds were provided to compensation 

reserves for this purpose, the plan would increase all pay progression points, including minimum 

pay rates, by $5 per hour, after applying the 2% GWA, and would add a 20-year progression point 

to the pay structure. Both modifications would be effective January 2, 2022. 
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   Pay Range (per Hour): 
  Pay Range (per Hour): Sergeants, Youth 
  Officers Youth Counselors-Advanced 
  Counselors, Psychiatric Psychiatric Care 
Effective Date/Continuous Service Care Technicians Technicians-Advanced 
 

January 3, 2021 (Current) Minimum $19.03 $20.56 
 1 year 20.10 24.12 
 2 years 21.16 25.39 
 3 years 21.80 26.17 
 5 years 22.47 26.96 
 10 years 23.15 27.78 
 15 years 23.85 28.63 
 

Option A 
 
January 2, 2022 Minimum $19.89 $21.45 
 1 year 20.51 24.61 
 2 years 21.59 25.90 
 3 years 22.24 26.70 
 5 years 22.92 27.50 
 10 years 23.62 28.34 
 15 years 24.33 29.21 
 20 years 25.08 30.11 
 
January 1, 2023 Minimum $20.29 $21.88 
 1 year 20.93 25.11 
 2 years 22.03 26.42 
 3 years 22.69 27.24 
 5 years 23.38 28.05 
 10 years 24.10 28.91 
 15 years 24.82 29.80 
 20 years 25.59 30.72 
 

Option B 
 
January 2, 2022 Minimum $24.42 $25.98 
 1 year 25.51 29.61 
 2 years 26.59 30.90 
 3 years 27.24 31.70 
 5 years 27.92 32.50 
 10 years 28.62 33.34 
 15 years 29.33 34.21 
 20 years 30.08 35.11 
 
January 1, 2023 Minimum $24.91 $26.50 
 1 year 26.03 30.21 
 2 years 27.13 31.52 
 3 years 27.79 32.34 
 5 years 28.48 33.15 
 10 years 29.20 34.01 
 15 years 29.92 34.90 
 20 years 30.69 35.82 
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 Under the plan, correctional officers/sergeants, youth counselors/advanced, and psychiatric 

care technicians/advanced would be paid the greater of the employee's current rate or the rate 

indicated in the progression tables. The 2019-21 compensation plan provided progressions effective 

January 3, 2021, for: (a) correctional officers, psychiatric care technicians, and youth counselors 

after one year ($20.10 per hour), two years ($21.16 per hour), three years ($21.80 per hour), five 

years ($22.47 per hour), 10 years ($23.15 per hour), and 15 years ($23.85 per hour) of adjusted 

continuous service; and (b) sergeants, psychiatric care technicians-advanced, and youth counselors-

advanced after one year ($24.12 per hour), two years ($25.39 per hour), three years ($26.17 per 

hour), five years ($26.96 per hour), 10 years ($27.78 per hour), or 15 years ($28.63 per hour) of 

adjusted continuous service. As noted in the table above, the proposed 2021-23 plan would retain 

this schedule until January 2, 2022.  

 Supervisor Parity Adjustments. Under the plan, agencies with supervisors of correctional 

security positions that receive pay increases under the enhanced pay progression (Option A or Option 

B) could request parity adjustments. However, the plan would specify that such parity adjustments 

be funded by the agency, unless additional funding is provided to compensation reserves to 

implement Option B.  

 Add-on for Maximum Security Institutions. Subject to additional funding being provided to 

compensation reserves, effective January 2, 2022, the plan would create a $2 add-on for hours 

worked by correctional officers/sergeants and youth counselors/advanced at the following maximum 

security adult institutions and juvenile facilities: Columbia Correctional Institution, Dodge 

Correctional Institution, Green Bay Correctional Institution, Taycheedah Correctional Institution, 

Waupun Correctional Institution, Wisconsin Secure Program Facility, and Lincoln Hills/Copper 

Lake Schools. 

 Funding. Act 58 places $1,175,000 GPR annually in compensation reserves to fund 50% of 

the cost of a $5 add-on for correctional officers/sergeants at high vacancy adult correctional 

institutions (described above). The plan specifies that 50% of the cost of the $5 add-on would be 

supplemented from compensation reserves, subject to the availability of funds, as determined by the 

Secretary of DOA. The plan specifies that the cost of modifications to the security position pay 

progression under Option A would not be supplemented from compensation reserves. If additional 

funds were provided to compensation reserves to implement Option B of the pay progression or to 

implement a $2 add-on for security positions at maximum security institutions, these modifications 

would be supplemented from compensation reserves, subject to the availability of funds, as 

determined by the Secretary of DOA.  

 [Sections: A-2.06, A-4.41, A-4.45, and L-2.01] 

4. Corrections and Health Services Retention Incentive Payments 

 The plan would extend a 2019-21 compensation plan provision relating to retention incentive, 

lump-sum payments, effective in the first pay period after May 31 of each fiscal year (June 5, 2022, 

for 2021-22, and June 4, 2023, for 2022-23), for eligible Department of Corrections (Corrections) 

and Department of Health Services (DHS) employees in protective status positions. Eligible 

employees on leave during the granting pay period would receive payment upon their return to pay 

status.  
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 The plan specifies that Corrections and DHS employees would be eligible for retention 

incentive payments if: (a) they are in a protective status position on May 31 of the current year; (b) 

they have attained the specified full years of adjusted continuous state service; and (c) their most 

recent performance evaluation was not unsatisfactory in the 12 months preceding May 31 of that 

year. The plan establishes that payments would not be made retroactively for employees who 

attained the requisite full years of service in years prior to the qualifying period. The lump sum 

payments would be provided as follows: 

 Full Years of Service Payment 
 

10    $250 

15    500 

20   750 

25+*    1,000* 
 

*Lump sum payments of $1,000 would be made after 

a qualifying employee has attained 25 full years of 

service, and for each subsequent five-year anniversary.  
 

 

 Under 2021 Act 58, funding of $703,600 GPR in 2021-22 and $598,900 GPR in 2022-23 was 

provided in compensation reserves for long-term service awards.  

 [Section: A-5.08] 

5. Referral Bonus for 24/7 Facilities 

 Upon approval of the applicable department secretary, the plan would allow a referral bonus 

up to $1,500 to be paid to an employee of Corrections, Health Services, or Veterans Affairs under 

the following conditions: (a) one-third of the bonus would be provided to the recommending 

employee with the first paycheck after the hired candidate completes 30 days of service in a 

permanent position, and the remaining two-thirds would be paid the first pay period in which the 

hired candidate obtains permanent status within the same agency; (b) the recommending employee 

must work for the same institution or facility as the hired candidate at the time the hired candidate 

completes 30 days of service; (c) the hired candidate has no state service in the previous five years 

in a permanent or project position in an executive branch, non-UW position; (d) the recommending 

employee and hired candidate must work for a 24x7 (24 hours, seven days a week) institution or 

facility at Corrections, Health Services, or Veterans Affairs; and (e) the Bureau of Classification and 

Compensation Director approves the required agency plan and procedures to utilize the provision. 

 [Section: A-5.07] 

6. Night and Weekend Differential Increase 

 The plan would increase supplemental pay that agencies provide for hours worked at night 

("night differential") or on the weekend ("weekend differential") to $0.80 per hour each, effective 

January 1, 2023. Currently, night differential pay is $0.45 per hour and weekend differential pay is 

$0.60 per hour. Agencies must provide night and weekend differential pay to permanent classified 

FLSA-nonexempt employees, and may provide such pay to permanent classified FLSA-exempt and 
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unclassified employees.  

 The proposal specifies that, in cases where night and differential pay is mandatory, differential 

pay would only be provided if the hours are required by the agency (that is, the work must be 

performed at night or on the weekend for operational reasons), and are not hours worked at the 

request of the employee for flexible scheduling. A similar restriction would not apply in cases where 

night and weekend differential pay is discretionary (that is, for classified FLSA-exempt or 

unclassified employees). Funding of $1,194,400 GPR in 2022-23 was provided to compensation 

reserves under Act 58 for this purpose.  

 [Sections: A-4.05, A-4.06, and B-3.07] 

7. Funded Market Adjustments  

 The plan would delete the one-time market adjustments that were provided to certain positions 

in December, 2019.  Instead, the plan would implement a market stratification to increase the hourly 

pay of employees in pay schedules 02 (administrative support) and 03 (blue collar) based on years 

of service as follows: (a) 1 to 2 years ($0.10); (b) 3 to 4 years ($0.20); (c) 5 to 6 years ($0.30); or (d) 

7 or more years ($0.40). Funding of $1,000,000 GPR annually was provided to compensation 

reserves under Act 58 for the cost of funded market adjustments. The cost of pay adjustments under 

this provision would be supplemented from compensation reserves, subject to availability of funds 

for this purpose as determined by the Secretary of DOA. Adjustments would be effective at the 

beginning of the first pay period following approval of the plan. 

 [Section: L-2.02] 

8. Nursing Assistant and Resident Care Technician Market Placement and Pay 

Progression 

 Market Placement. Effective with the implementation date of the plan, employees working in 

any of the following positions classifications who are receiving a $1.20 add-on for having a certified 

nursing assistant (CNA) certification would receive a base pay increase of $1.20 per hour in lieu of 

continuing to receive the add-on: nursing assistant 2 and nursing assistant 2-weekend (nursing 

assistant 2/weekend), nursing assistant 3/weekend, resident care technician-objective/weekend, and 

resident care technician-advanced/weekend. The cost of pay adjustments under this provision would 

be supplemented from compensation reserves, subject to availability of funds for this purpose as 

determined by the Secretary of DOA. 

 Pay Progression. The plan would implement a pay progression in which eligible employees 

in the following classifications would receive pay increases following the attainment of one, two, 

three, five, 10, or 15 years of state service: nursing assistant 2/weekend, nursing assistant 3/weekend, 

resident care technician-objective/weekend, and resident care technician-advanced/weekend. On the 

effective date of the plan, immediately after the $1.20 base pay increase above, employees would 

have their base pay rate increased to the amount designated in the pay progression schedule, 

according to their full years of state service. If an employee's base pay rate equaled or exceeded the 

applicable pay progression point, the current rate of pay would be retained. Adjustments would be 

effective at the beginning of the first pay period following approval of the plan. Funding of $52,700 
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GPR in 2021-22 and $68,000 GPR in 2022-23 was provided to compensation reserves under Act 58 

for this purpose. The cost of pay adjustments under this provision would be supplemented from 

compensation reserves, subject to availability of funds for this purpose as determined by the 

Secretary of DOA.  

 In relation to the pay progression, the plan would provide instructions on calculating base pay 

rates for nursing assistant and resident care technician positions in cases where an employee transfers 

between positions in these classifications, moves to a higher listed classification, moves to a lower 

listed classification, or transfers to a listed classification from outside state service or from another 

classification (with prior state service).  

 Supervisor Parity Adjustments. Under the plan, Corrections, Health Services, and Veterans 

Affairs could request parity adjustments for supervisors in relation to the nursing assistant and 

resident care technician pay progression. However, the plan would limit such parity adjustments to 

resident care supervisors, which are only employed by Health Services. 

 [Sections: A-2.11, A-2.12, E-4.00, and L-2.01] 

9. Certified Nursing Assistant Add-on 

 The plan would specify that the $1.20 add-on for having a CNA certification would apply to 

employees of Corrections, Health Services, and Veterans Affairs who provide direct care and are not 

classified as nursing assistant 2, nursing assistant 3, resident care technician-objective, or resident 

care technician-advanced. The plan would specify that such employees may receive the $1.20 add-

on when they are assigned by facility management to provide direct care for hours worked beyond 

their normally scheduled work hours. As under the 2019-21 compensation plan, the add-on would 

be $1.80 in cases where: (a) eligible FLSA non-exempt employees are working overtime; or (b) 

eligible FLSA exempt employees work more than 80 hours in a pay period. The higher rate would 

only apply to overtime hours or hours worked beyond 80 hours in a pay period.  

 Currently, the CNA add-on provisions only apply to employees classified as nursing assistant 

1, 2, or 3, or resident care technician-entry, objective, or advanced. The add-on would exclude the 

classifications that would be eligible for the nursing assistant and resident care technician pay 

progression (nursing assistant 2 and 3, and resident care technician-objective and advanced), and 

expand the add-on to other classifications that may provide direct care for the specified agencies.  

 [Section: A-4.38] 

10. Health Services-Funded Resident Care Supervisor Market Equity 

 Under the plan, at the start of the pay period following plan approval, each employee at Health 

Services in the classification of resident care supervisor would generate $1.00 per hour for 

distribution among eligible employees at the discretion of the appointing authority. The plan 

specifies that the costs of pay adjustments would need to be funded within the budget of the agency 

and would not be eligible for pay plan supplements. 

 [Section: L-2.10] 
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11. Nurse Clinician 2/Weekend Market Placement and Pay Progression 

 The plan would continue the pay progression system in the 2019-21 compensation plan for 

nurse clinician 2 and nurse clinician 2-weekend (nurse clinician 2/weekend) employees based on 

years licensed as a nurse, with modifications to the schedule in Section Z. The proposed 2021-23 

plan would modify this pay progression under one of two options, described below. 

 • Market Placement and Pay Progression--Option A. The plan specifies that effective 

with the implementation date of the plan, nurse clinician 2/weekend employees would be placed on 

a modified pay progression structure based on license granting date. Progression adjustments would 

be made at three, five, seven, nine, and 11 years of professional nursing experience as identified in 

pay schedule 11 of the plan. The plan specifies that the cost of market placement adjustments under 

Section A-2.09 of the plan would need to be funded within agency budgets and would not be eligible 

for pay plan supplements. [While the plan as submitted specifies that pay progression adjustments 

under Section A-2.10 would be supplemented from compensation reserves, the administration 

indicates that the intent is for this to only apply to Option B, and that the costs of pay progression 

adjustments under Option A would need to be funded within agency budgets.]  

 • Market Placement and Pay Progression--Option B. Subject to additional funding being 

provided to compensation reserves, effective January 2, 2022, immediately following the application 

of the GWA on the same date, the plan would make enhanced modifications to the pay progression 

schedule in Section Z and would place nurse clinician 2/weekend employees on the enhanced pay 

progression schedule based on license granting date. The cost of market placement and pay 

progression adjustments under this provision would be supplemented from compensation reserves, 

subject to availability of funds for this purpose as determined by the Secretary of DOA. 

 Pay Administration. In relation to the pay progression, the plan would provide instructions on 

calculating base pay rates for appointments of employees to nurse clinician 2/weekend positions. 

The plan would specify that: (a) for transactions between or into these classifications, pay would be 

set at the amount designated in the pay progression schedule in Section Z based on full years of 

professional nursing experience, as established by the nurse license granting date; (b) employees 

who transfer or promote into one of these classifications whose current pay rate is equal to or greater 

than the designated amount in the schedule would maintain their current pay rate; (c) an employee 

demoting into one of these classifications would be placed at the rate corresponding to their full years 

of professional nursing experience; and (d) new hires or current employees with more than 11 years 

of professional nursing experience may have their pay set at a rate equitable with other employees 

in the classification with similar experience, subject to approval of DPM.  

 Supervisor Parity Adjustments. Under the plan, Corrections, Health Services, and Veterans 

Affairs could request parity adjustments for supervisors in relation to the nurse clinician pay structure 

and market increases. The plan would limit such parity adjustments to employees classified as 

nursing supervisors. 

 [Sections: A-2.09, A-2.10, I-4.04, I-4.16, and L-2.01] 
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12. Nurse Clinician 3 and 4 Market Equity Adjustments 

 Agency-Funded Adjustments. Under the plan, at the start of the pay period following plan 

approval, each employee at Health Services, Veterans Affairs, and Corrections in the following 

classifications would generate $3 per hour for distribution among eligible employees at the discretion 

of the appointing authority: nurse clinician 3, nurse clinician 3-weekend, and nurse clinician 4. The 

plan specifies that the costs associated with the $3 generated market adjustments would need to be 

funded within agency budgets and would not be eligible for pay plan supplements. 

 Additional Adjustments. Subject to additional funding being provided to compensation 

reserves, effective January 2, 2022, each employee in the above classifications at the specified 

agencies would generate an additional $2 per hour for distribution among eligible employees at the 

discretion of the appointing authority. The costs associated with the $2 generated market adjustments 

would be supplemented from compensation reserves, subject to availability of funds for this purpose 

as determined by the Secretary of DOA. 

 Supervisor Parity Adjustments. Under the plan, Corrections, Health Services, and Veterans 

Affairs could request parity adjustments for supervisors in relation to the nurse clinician pay structure 

and market increases. The plan would limit such parity adjustments to employees classified as 

nursing supervisors. 

 [Sections: L-2.01 and L-2.16] 

13. Capitol Police and Warden Pay Progression 

 The plan would modify the pay progression schedules for Capitol Police and Natural 

Resources wardens to accelerate the progression timeline for eligible employees, such that the years 

of law enforcement experience for which employees would qualify for pay increases would be 

reduced from three, five, seven, nine, and 11 to instead require one, two, three, four, and seven years 

of law enforcement experience. Effective at the beginning of the pay period following plan approval, 

employees in pay status whose performance is not unsatisfactory would receive the greater of their 

current pay rate or the pay rate in the progression schedule corresponding to their full years of law 

enforcement experience. As a result of the accelerated progression schedule, employees would be 

eligible for increased pay sooner than under the 2019-21 compensation plan.  

 The cost of pay adjustments under this provision would be supplemented from compensation 

reserves, subject to availability of funds for this purpose as determined by the Secretary of DOA. 

[The administration anticipates that supplemental expenditure authority would be provided for non-

GPR fund sources only.] 

 [Section: A-2.02] 

14. Universal Building Inspector Add-ons 

 The plan would establish discretionary supplemental pay for positions located at the 

Department of Safety and Professional Services in the universal building inspector classification, 
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where certain credentials are required. The plan specifies that covered credentials include: (a) 

commercial building; (b) commercial electric; (c) commercial plumbing; and (d) uniform dwelling.  

 The plan would provide a $1.50 per hour add-on for each credential level attained (level 1 

through 4). The plan would specify that the appointing authority may grant or adjust the add-on 

based on the amounts and criteria developed by the appointing authority, and that such criteria or 

any classification title change must be approved by the DPM administrator prior to granting any add-

on. In addition, the plan stipulates: (a) any add-on would immediately cease when the employee is 

no longer employed in the position for which the add-on was approved (unless moving to another 

eligible position); (b) supplemental pay may not be granted for circumstances reflected by the base 

pay rate or range; and (c) add-ons take effect at the beginning of the first pay period following the 

approval of the add-on. The maximum add-on amount an individual could earn under this provision 

is $6.00 per hour. 

 Adjustments would be effective at the beginning of the first pay period following approval of 

the plan. The source of funding for the add-on pay would be program revenue associated with safety 

and building operations (s. 20.165(2)(j)). Expenditure authority for the cost of pay adjustments under 

this provision would be supplemented from compensation reserves, subject to availability of funds 

for this purpose as determined by the Secretary of DOA.  

 [Section: A-4.22] 

15. Other Pay Progression--Annual Progression Adjustments  

 The plan modifies classifications in certain pay progression structures. The compensation plan 

removes progression-eligible classifications that have been abolished, updates classification titles 

that have been changed, and modifies a pay progression for entry-level information systems 

classifications.  

 The following classifications would be removed: (a) IS professional confidential; (b) revenue 

economist confidential; (c) mortgage banking examiner; (d) crime victims claims specialist; (e) 

environmental coordinator; (f) Natural Resources bureau data coordinator; (g) printing technician; 

(h) revenue field agent; (i) tourism specialist assistant; and (j) revenue field auditor. The following 

classification titles would be updated: "equal opportunity program specialist" would become "equity 

and inclusion specialist," "executive equal opportunity specialist" would become "equity and 

inclusion specialist,"  "lottery customer service specialist" would be "lottery services specialist," and 

"revenue auditor" would become "revenue auditor 1." 

 The following information systems classifications would be moved from an existing pay 

progression group to a new information systems pay progression group: (a) IS business automation 

analyst; (b) IS comprehensive services professional; (c) IS data services professional; (d) IS network 

services professional; (e) IS systems development services professional; and (f) IS technical services 

professional. The progression amount of $1.20 per hour that applies to these classifications is subject 

to the limitation that an employee can earn no more than the minimum of a specified pay range to 

be eligible for an increase. The plan would modify the applicable pay range minimum, such that the 

limitation would be the minimum of range 07-34 (currently $26.50 per hour) rather than range 07-

03 (currently $24.33 per hour). 
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 The following information systems (IS) classifications would be added to the new information 

system pay progression group: (a) IS enterprise business analyst professional; (b) IS enterprise data 

services professional; (c) IS enterprise network services professional; (d) IS enterprise systems 

development services professional; and (e) IS enterprise technical services professional. 

 [Section: A-2.03] 

16. Other Market, Equity, and Parity Adjustments and Policies 

A. Market and Parity Adjustment Policies 

 The plan would specify that employees who received an unsatisfactory formal performance 

evaluation in the previous 12 months, supervisory employees who have not completed all formal 

requisite performance evaluations in the 12 months prior to the adjustment date, and employees paid 

at or above the pay range maximum are ineligible for market and parity adjustments (as under the 

current plan, supervisory employees could receive a delayed adjustment if they complete the 

requisite performance evaluations by three months after the adjustment date). The eligibility criteria 

in the plan are identical to the 2019-21 compensation plan are identical, except that employees who 

receive a performance rating of "unsatisfactory" (rather than "below satisfactory") would be 

ineligible.  

 The plan additionally would create a provision stipulating that the Department of 

Transportation may request and DPM may approve parity adjustments for 2019-21 and 2021-23 

labor agreements reached with the public safety bargaining unit (which represents state patrol 

troopers and inspectors). Such adjustments could only be provided to employees in the following 

classifications: state patrol sergeant, state patrol sergeant-DPU, state patrol lieutenant, and state 

patrol captain. 

B. Agency-Funded Market Adjustments 

 The plan specifies that the costs of the following pay adjustments would need to be funded 

within agency budgets and would not be eligible for pay plan supplements. 

 Public Instruction Child Care Counselors. Under the plan, effective at the beginning of the 

first pay period following plan approval, each employee in the following classifications would 

receive a market adjustment of $0.60 per hour: (a) child care counselor 1; (b) child care counselor 2; 

and (c) child care counselor 3.   

 Dental Assistants. Under the plan, effective at the beginning of the first pay period following 

plan approval, each Health Services, Veterans Affairs, and Corrections employee in the classification 

of dental assistant would receive a market adjustment of $0.60 per hour. 

 Educational Assistants. Under the plan, effective at the beginning of the first pay period 

following plan approval, each Health Services, Corrections, and Public Instruction employee in the 

following classifications would receive a market adjustment of $0.60 per hour: (a) educational 

assistant; and (b) educational assistant-objective. 

 Health Services and Veterans Affairs Occupational Therapy Assistants. Under the plan, 
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effective at the beginning of the first pay period following plan approval, each employee in the 

following classifications would receive a market adjustment of $1.00 per hour: (a) occupational 

therapy assistant-entry; and (b) occupational therapy assistant-objective. 

 Pharmacy Technicians. Under the plan, effective at the beginning of the first pay period 

following plan approval, each Health Services, Veterans Affairs, and Corrections employee in the 

following classifications would receive a market adjustment of $1.00 per hour: (a) pharmacy 

technician-entry; and (b) pharmacy technician-objective. 

 Health Services and Veterans Affairs Phlebotomists. Under the plan, effective at the beginning 

of the first pay period following plan approval, each employee in the classification of phlebotomist 

would receive a market adjustment of $1.00 per hour. 

 Schedule 14 Entry Level Engineering Classifications. Under the plan, effective at the 

beginning of the first pay period following plan approval, each employee in the following 

classifications would receive a base pay increase of 5% (pay progression points in Section Z would 

likewise be increased by 5%): agricultural engineer; air management engineer; architect; CADD 

specialist; capital projects specialist; civil engineer; civil engineer-transportation; communications 

engineer; consultant-building systems; consultant-electrical systems;  consultant-fire suppression 

systems; consultant-HVAC systems; consultant-plumbing product review; consultant-refrigeration 

systems; consultant-uniform dwelling; construction representative; electrical engineer; electronic 

engineer; environmental civil engineer; environmental specialist; facility designer; landscape 

architect; mechanical engineer; natural resources engineer; nuclear safety specialist; preservation 

architect; public service engineer; radiation safety specialist; structural engineer-transportation; 

surveyor; transportation specialist; waste management engineer; wastewater engineer; water 

regulation and zoning engineer; water resources engineer; and water supply engineer. 

 Corrections Probation and Parole Agents. Under the plan, effective June 19, 2022, each 

employee in the following classifications would receive a market adjustment of $1.00 per hour: (a) 

probation and parole agent; and (b) probation and parole agent-senior. 

C. Generated Market Adjustments 

 The plan would specify the following with regard to generated market adjustments: (a) within 

each agency or division, funding equal to the number of employees in specific position classifications 

times a specific hourly funding amount could be distributed as discretionary adjustments to 

individuals in the classifications; (b) funds generated have no bearing on the rights of individual 

employees to these funds; (c) criteria for distribution of these adjustments will be applied in a 

uniform manner throughout the agency or employing unit, subject to DPM approval; (d) any funds 

not distributed on the effective date would remain unspent; and (e) funds generated may not be 

combined with any other funds provided in the plan. The plan specifies that the costs of the pay 

adjustments, below, would need to be funded within agency budgets and would not be eligible for 

pay plan supplements. The plan would provide specific generated market adjustments for the 

following agencies and positions (in addition to the generated market adjustments noted previously 

for resident care supervisors and nurse clinician 3 and 4 positions): 
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 DCF Program Supervisors. Under the plan, effective at the beginning of the first pay period 

following plan approval, each employee in the classification of DCF program supervisor would 

generate $1.20 per hour for distribution.  

 Transportation Engineers. Under the plan, effective at the beginning of the first pay period 

following plan approval, each employee in the following classifications would generate the indicated 

amounts for distribution: civil engineer-transportation-advanced, $3 per hour; civil engineer-

transportation-senior, $3 per hour; civil engineer-transportation-supervisor, $3 per hour; DOT 

engineering chief, $3 per hour; DOT technical services chief, $1.50 per hour; structural engineer-

transportation-advanced, $3 per hour; structural engineer-transportation-senior, $3 per hour; 

structural engineer-transportation-supervisor, $3 per hour; transportation specialist-advanced, $1.50 

per hour; transportation specialist-senior, $1.50 per hour; and transportation specialist supervisor, 

$1.50 per hour.  

 Workforce Development Equal Rights Officers. Under the plan, effective at the beginning of 

the first pay period following plan approval, each employee in the following classifications would 

generate $1.00 per hour for distribution: (a) DWD equal rights officer-advanced; (b) DWD equal 

rights officer-journey; and (c) DWD equal rights officer-senior. 

 Military Affairs Emergency Government Specialists. Under the plan, effective at the beginning 

of the first pay period following plan approval, each employee in the following classifications would 

generate $1.00 per hour for distribution: (a) emergency government specialist-advanced; and (b) 

emergency government specialist-senior.  

 Educational Communications Board Adjustments. Under the plan, effective at the beginning 

of the first pay period following plan approval, each employee in the following classifications would 

generate $1.00 per hour for distribution: (a) media telecommunications technician-senior; and (b) 

media supervisor-advanced. 

 Public Defender Investigators. Under the plan, effective at the beginning of the first pay period 

following plan approval, each employee in the following classifications would generate $1.00 per 

hour for distribution: (a) Public Defender investigator; and (b) Public Defender investigator-senior. 

 Advanced Practice Nurse-Prescribers. Under the plan, effective at the beginning of the first 

pay period following plan approval, each Health Services, Veterans Affairs, and Corrections 

employee in the classification of advanced practice nurse-prescriber would generate $1.20 per hour 

for distribution. 

 Electronics Technicians. Under the plan, effective at the beginning of the first pay period 

following plan approval, each Public Instruction, Transportation, Corrections, Health Services, 

Justice, Military Affairs, Veterans Affairs, and Administration employee in the following 

classifications would generate $1.00 per hour for distribution: (a) electronics technician agency; (b) 

electronics technician agency-senior; (c) electronics technician media; (d) electronics technician 

media-intermediate; (e) electronics technician media-senior; (f) electronics technician security; and 

(g) electronics technician security-senior. 

 Licensed Practical Nurses. Under the plan, effective at the beginning of the first pay period 

following plan approval, each Health Services, Veterans Affairs, and Corrections employee in the 
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classification of licensed practical nurse would generate $1.00 per hour for distribution. 

 Health Services and Public Instruction Occupational and Physical Therapists. Under the plan, 

effective at the beginning of the first pay period following plan approval, each employee in the 

following classifications would generate $1.00 per hour for distribution: (a) occupational therapist; 

and (b) physical therapist.  

 Health Services and Veterans Affairs Respiratory Therapists. Under the plan, effective at the 

beginning of the first pay period following plan approval, each employee in the following 

classifications would generate $2.00 per hour for distribution: (a) respiratory therapist; (b) 

respiratory therapist-advanced; and (c) respiratory therapist-senior. 

 Employee Trust Funds, Trust Fund Specialists. Under the plan, effective July 3, 2022, each 

employee in the following classifications would generate $4.50 per hour for distribution: (a) trust 

funds specialist; (b) trust funds specialist-advanced; and (c) trust funds specialist-objective. 

 [Sections: L-2.01, L-2.03 thru L-2.09, L-2.11 thru L-2.15, and L-2.17 thru L-2.24] 

17. Other Supplemental Pay Provisions 

 Attorney Supervisory and Managerial Positions. The plan would specify that attorney 

positions in supervisory, confidential/supervisory, or management classifications who supervise one 

or more permanent attorney positions could receive add-on pay up to $3.00 per hour. Currently, the 

maximum rate allowable for this add-on is $2.75 per hour. As under the 2019-21 plan, the appointing 

authority would have the discretion to grant or adjust (subject to DPM approval) supplemental pay 

up to the maximum allowable amount, based on their analysis of the organizational structure, internal 

and external relationships, size of staff supervised, and any other reasonable criteria deemed 

appropriate. Once the add-on amount for an employee is determined, it may only be changed with 

DPM approval. The add-on must be discontinued immediately when the attorney is no longer 

employed in a position allocated to a supervisory or managerial classification.  

 Asbestos Supervisor Certification. The plan would expand the eligibility for an add-on of 

$0.30 per hour based on an employee's possession of an asbestos supervisor certification from the 

Department of Health Services, such that the add-on may be paid to employees in the construction 

representative classification series. Currently, the add-on may only be paid to employees classified 

as construction coordinator supervisor.  

 Accredited and Certified Insurance Examiners. The plan would specify that employees of the 

Office of the Commissioner of Insurance who are allocated to the insurance examiner classification 

series, insurance financial examiner classification series, or are classified as insurance examiner chief 

or insurance financial examiner chief would receive an add-on of $1.00 per hour if the employee is 

designated as an accredited insurance examiner or an accredited financial examiner, after 

successfully meeting the requirements of an accredited program. The plan would further specify that, 

upon earning a certified insurance examiner or certified financial examiner designation appropriate 

for the classification, an additional $1.00 per hour would be provided, resulting in a total add-on of 

$2.00 per hour. Under the 2019-21 plan, the add-ons are $0.50 and $0.50, respectively, such that an 

employee receiving both add-ons would receive $1.00 per hour in total. 
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 Plumbing Specialty Add-on. The plan would specify that supervisors with a valid master 

plumber's license or who are credentialed as a designer of engineering systems with a plumbing 

specialty who supervise an employee with one of these credentials may receive the plumbing 

specialty add-on of $3.50 per hour with approval of the appointing authority. Currently, only 

employees classified as plumbing consultant, plumbing plan reviewer, or plumbing plan reviewer-

water attraction/swimming pool plan reviewer may receive the plumbing specialty add-on. 

 Nurse Clinician Add-on. The plan would make the following changes to nurse clinician add-

on provisions: (a) the $3.00 per hour add-on that may be provided to nurse clinicians at Milwaukee 

Secure Detention Facility (MSDF) would not be limited to nurse clinician 2 and nurse clinician 2-

weekend positions; and (b) redundant and obsolete provisions would be eliminated. The 2019-21 

plan specifies that, effective April 12, 2020, the $3.00 add-on may be provided to nurse clinician 

2/weekend positions at MSDF. Currently, the only positions in the nurse clinician classification 

series employed by MSDF are nurse clinician 2/weekend positions.  

 Supplemental Pay for Revenue Economist-Confidential Classifications. The plan would 

establish supplemental pay for revenue economist-confidential classifications as well as revenue 

economist managers. The plan specifies that the appointing authority would grant an add-on to 

certain employees of the Department of Revenue based on the following list and criteria developed 

by the appointing authority and approved by the DPM administrator prior to granting the add-on as 

follows: 

Revenue Economist-Confidential  $1.00 per hour 

Revenue Economist-Confidential-Senior 2.00 per hour 

Revenue Economist-Confidential-Advanced 3.00 per hour 

Revenue Economist-Confidential-Consultant 4.00 per hour 

Revenue Economist Manager 4.00 per hour 
 

 

 The plan specifies that other related supervisory or managerial positions with responsibility 

for directing positions in the above classifications may be included upon approval of the DPM 

administrator. The plan establishes additional stipulations, including: (a) any add-on would 

immediately cease when the employee is no longer employed in the position for which the add-on 

was approved (unless moving to another eligible position); (b) differences in add-on amounts may 

not be based on differences in level of managerial or supervisory functions performed (under statute, 

supplemental pay may not be granted for circumstances reflected by the base pay rate or range); and 

(c) add-ons take effect at the beginning of the first pay period following the approval of the add-on.  

 Teacher Add-on in Juvenile Schools. The plan would establish supplemental pay of $3.00 per 

hour for employees classified as teacher and teacher supervisor at the Lincoln Hills/Copper Lake 

Schools. The add-on would be provided for worked hours only and would end immediately for any 

employee that leaves a covered classification or leaves the named schools. The add-on would expire 

for all employees with closure of both schools.  

 ACTAR Add-on. The plan would establish discretionary supplemental pay provisions for 

certifications by the Accreditation Commission for Traffic Accident Reconstruction (ACTAR), as 

follows: (a) an add-on of $0.50 per hour could be paid to an eligible state patrol supervisory employee 

allocated to a sworn law enforcement officer classification, based upon the employee's successful 

completion of the ACTAR theory examination; and (b) an additional add-on of $0.50 per hour could 
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be granted to an employee upon completion of all ACTAR accreditation requirements, including 

practical application examination. In total, an employee could receive $1.00 per hour relating to 

ACTAR accreditation.  

 To be eligible for either add-on, the plan would specify that certification-related knowledge 

must be relevant to the position's permanently assigned duties and responsibilities. The appointing 

authority would have discretion to determine the relevance of the successful completion of the 

ACTAR certification process to the position held, and to authorize the hourly add-on. If provided, 

the add-on would take effect at the beginning of the first pay period following the appointing 

authority's approval of the add-on. If the employee moved to another position allocated to one of the 

authorized classifications, the appointing authority would have the discretion to determine whether 

the add-on would be continued for the employee in the new position. In addition, if the employee 

ceased to hold a current certification as the result of expiration or revocation of the certification, the 

add-on would end at the beginning of the first pay period following the expiration or revocation date. 

 Supplemental Pay for Specific State Patrol or Capitol Police Assignments. The plan would 

establish discretionary supplemental pay for positions at the Department of Transportation in state 

patrol sergeant/dignitary protection unit or state patrol lieutenant classifications, as well as positions 

in DOA's Division of Capitol Police classified as police officer, detective, sergeant, or lieutenant. 

 The plan specifies that the $1.50 per hour add-on could be provided for performing the 

following duties: (a) field training officer and assistant training officer, including time spent 

completing daily observation reports, field training performance evaluations, and other documents 

directly related to assessing recruit performance; (b) background investigator; or (c) national training 

center 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. Hours spent in training 

sessions (where the employee is attending as a student/non-instructor), preparing for training 

sessions, and travel time to or from training sessions would be ineligible for the add-on.  

 Law Enforcement Court Appearance Cancellation Pay. The plan would allow a law 

enforcement officer to be credited with 3.5 hours pay at the employee's regular rate of pay, at the 

discretion of the appointing authority, if the employee is scheduled to appear in court for a work-

related matter on their off-duty time, and is notified of cancellation of the court appearance less than 

24 hours prior to the scheduled appearance. State patrol employees represented under a collective 

bargaining agreement would be excluded from coverage under this provision.  

 DPI Special Activities. The plan would add the following activities and associated lump-sum 

payments, provided annually, to the list of Department of Public Instruction (DPI) special activities 

performed at the Wisconsin Center for the Blind and Visually Impaired (WCBVI) and the Wisconsin 

Education Services Program for the Deaf and Hard of Hearing (WESPDHH): 
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 Years of Experience in Activity 
Activity 0-3  4+ 

 

Outreach Co-op Program Assistance Level 1 (2)   $425  $550 
Outreach Co-op Program Assistance Level 2 (2) 850 1,100 
Outreach Co-op Program Assistance Level 3 (1) 1,300 1,550 
Event Coordinator Level 3 (2)  1,300 1,550 
Summer Program Coordinator  2,525 2,950 
Intramural Coordinator WCBVI (2)  2,750 3,300 

 

 The plan would remove the college and career readiness vocational education coordinator 

WCBVI (and associated lump-sum payments) from the DPI special activities provision. The plan 

would also reduce lump-sum payments for three activities: (a) AV Coordinator WCBVI (2), to $850 

from $1,800 for zero to three years of experience and to $1,100 from $2,400 for four or more years 

of experience; (b) Music Club, formerly Band WCBVI, to $1,300 from $2,525 for zero to three years 

of experience and to $1,550 from $2,950 for four or more years of experience; and (c) Athletic 

Director WCBVI, to $3,700 from $4,200 for zero to three years of experience and to $4,200 from 

$4,700 for four or more years of experience. Additionally, the plan would amend the titles of 18 

activities (the associated lump sum payments would remain unchanged) and provide that unassigned 

positions at WESPDHH and WCBVI may be used for other activities, depending on need and center 

director approval (the 2019-21 compensation plan specifies that unspecified coaching  positions may 

be used for other sports, depending on student interest). The plan would specify that compensation 

for employees who begin performing activities but do not complete them would be prorated based 

on the number of weeks and/or work completed (rather than being prorated "based on the number of 

weeks the employee has actually performed associated duties"). The plan notes that only FLSA-

exempt employees would be eligible for payments under this section.  

 Revenue Sign-on Bonus. The plan would amend the Department of Revenue sign-on bonus 

provision of the current plan to reflect current classification titles. In addition, the plan would specify 

that an eligible employee must have no state service in the previous five years in a permanent position 

in an executive branch, non-UW position. Under the 2019-21 plan, an employee must be new to state 

service to receive the sign-on bonus. As under the current plan, a bonus of up to $3,000 could be 

provided. 

 [Sections: A-4.11, A-4.14, A-4.19, A-4.27, A-4.31, A-4.37 A-4.39, A-4.42 thru A-4.44, A-

5.02, and A-5.06] 

18. Sign-on Bonus Authorization 

 The plan would allow DPM's Bureau of Merit Recruitment and Selection (BMRS) Director 

to authorize a sign-on bonus of up to 10% of the annualized amount of the pay range minimum under 

exceptional recruitment circumstances. [As an example, the current minimum for broadband range 

11-02, to which nurse clinician 2 positions are assigned, is $31.47 per hour, or $65,458 annually. A 

bonus of 10% of this amount would be approximately $6,500.]  

 Currently, the BMRS Director may approve a sign-on bonus up to $2,000 under specified 

conditions, including that the sign-on bonus was included in the recruitment notice, and that the 

employee must sign an agreement to remain in the position for at least one year from the date of hire 
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or reimburse the agency for the entire amount of the sign-on bonus (unless the agency agrees 

otherwise). The authority to approve a bonus up to 10% of the annualized pay range minimum would 

be listed as an additional condition in the compensation plan.   

 [Section: A-5.05] 

19. Broadband Pay on Appointment Agency Pay-Setting Policy 

 The plan would remove the requirement that each agency's pay-setting policy regarding 

broadband pay upon appointment transactions would be subject to approval by the DPM 

administrator and would be reviewed annually by the agency, with any changes submitted to DPM 

for approval. Instead, each agency would be required to maintain a pay-setting policy which 

documents the agency's practice for using discretion. 

 [Section: I-8.00] 

20. Return to Previous Level Definition 

 The plan would add a note regarding the definition of "return to previous level" under Section 

I, Pay Administration for Broadband Schedules, to indicate that this definition does not apply in the 

case of a current employee who is demoted. Rather, for current employees, the definition should 

only be applied when an employee "is moving upwards towards, or to, a pay range level previously 

attained." The note would further specify that a transaction meeting the definition of a transfer would 

be considered a return to previous level only if the movement is to a higher classification level in the 

same broadband pay range.  

 The definition of the term "return to previous level" is referenced throughout the compensation 

plan (both the current plan and the proposed plan) to provide instructions to agencies for calculating 

pay rates when certain personnel transactions occur. The language of the definition would not be 

amended by the proposal. Return to previous level is defined as an original appointment or promotion 

to a position in the same, counterpart, or lower pay range that had been previously attained in a 

permanent position within five years of the appointment.  

 [Section: I-3.00]  

21. Executive Salary Group Assignments 

 The plan would update the current listing of executive salary group (ESG) assignments to 

reflect updated names of agencies and divisions, to remove positions that no longer exist, and to 

assign positions not currently specified in the compensation plan to an executive salary group. The 

following positions would be added to the listing of ESG assignments: (a) DOA, Administrator of 

Division of Facilities Development (ESG 3); (b) DOA, Administrator of Division of Facilities and 

Transportation Services (ESG 3); and (c) Ethics Commission Assistant Administrator (not to exceed 

ESG 3). The added division administrators for DOA reflect a reorganization of the former Division 

of Facilities Development and Management. The plan would remove the administrator of the former 

division, which was assigned to ESG 4, and assign the two new administrators to ESG 3.  

 [Section: B-3.03] 
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22. Travel-Related Provisions 

 Maximum Meal Amounts. Under the proposed compensation plan modifications, effective 

with the implementation date of the plan, the maximum permitted in-state reimbursement amounts 

for individual meals would increase as follows: (a) breakfast to $10 from $8; (b) lunch to $15 from 

$10; and (c) dinner to $25 from $20. The proposed changes would make the in-state and out-of-state 

maximum meal allowances the same. The rates were last modified in 2013. The Division estimates 

the maximum annualized cost of the change would be $1,078,700 (all funds), which would be funded 

within agency budgets. 

 Timeframe for Meal Reimbursement. The compensation plan currently specifies the times at 

which employees working a day shift may request reimbursement for breakfast, lunch or dinner: for 

breakfast, leaving home before 6 am; for lunch, leaving work headquarters city before 10:30 am and 

returning after 2:30 pm; and for dinner, leaving directly from work and returning to work 

headquarters city or home after 7 pm. The proposed plan would make a technical change to add the 

words "at or" before each of the timeframe parameters. As a result, for example, an individual leaving 

home at 6 am, rather than only before 6 am, could be reimbursed for breakfast. 

 Maximum Lodging Rates. The plan specifies that the maximum daily lodging rate, excluding 

tax, be established at the federal standard rate, with notice of that rate published on the DPM website, 

rather than rates being established in the compensation plan. The current compensation plan 

establishes a maximum daily rate of $90 for Milwaukee, Racine, and Waukesha counties, and $82 

for all other counties. The rates were last modified in 2015. For federal fiscal year 2022, the General 

Services Administration has established the standard lodging rate for Wisconsin at $96 per day. The 

Division estimates the annualized cost of the change would be $792,600 (all funds), which would be 

funded within agency budgets. 

 The plan would also specify that, for in-state lodging with stays of multiple days with varying 

nightly rates, it is permissible to exceed the maximum lodging rates if the average of the rates is 

equal to, or less than, the maximum rates permitted for in-state lodging. Further, the 2021-23 

compensation plan specifies that the maximum daily lodging rates are intended to be inclusive of all 

fees, including, for example, resort fees, entertainment fees, Wi-Fi fees, and communication fees. 

 [Sections: F-4.02, F-4.04, and F-5.02]  

23. Reimbursement for Damaged Personal Articles 

 The plan increases the maximum reimbursement for damaged personal articles to $200 for 

any one incident from $100. In addition, the plan eliminates the specific maximum reimbursement 

level for damage to watches of $75.00. [Note that the overall personal article reimbursement 

limitation would still apply to items such as watches.] Further, the plan specifies that reimbursement 

for damaged personal articles does not apply to articles where the actual replacement value, less 

depreciation, or repair cost is less than $20, rather than less than $10. 

 Under current law, a state agency, with the approval of the appointing authority, may 

reimburse employees for the cost of repairing or replacing articles of clothing, watches, or eye 

glasses damaged in the line of duty if such damage is not caused by employee carelessness or normal 
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wear and tear resulting from the type of work performed by the employee. The compensation plan 

identifies the limitations of the coverage. 

 [Section: G-2.02] 

24. Protective Shoes Allowance 

 The plan increases the maximum allowance for protective shoes to $40 per year from $35 

per year. Under the compensation plan, if the employer requires the purchase of safety shoes 

necessary in the performance of assigned duties, the employer pays an allowance as an expense 

check payable the first pay period of January or July of each calendar year. Employees hired after 

July 1 are not eligible for reimbursement in the year of hire. The Division estimates the annual cost 

of the change would be $19,400 (all funds), which would be funded within agency budgets. 

 [Section: G-4.02] 

25. Special Clothing Allowance 

 The plan would note that limited term employees are not eligible for the special clothing 

allowance. Under the compensation plan, a special clothing allowance of $65 is applicable in the 

Department of Corrections and Department of Health Services for employees who are required to 

wear black belts and black shoes in the performance of assigned duties consistent with the agency's 

uniform policy. The exclusion of LTEs is not currently specified. 

 [Section: G-5.00] 

26. Statewide Performance Rating Scale Terminology 

 The proposal would modify language in the plan to reflect terminology that would be used in 

a statewide performance rating scale, to be implemented in the near future. The proposal would 

consistently apply the term "unsatisfactory," replacing instances in the plan that use the term "below 

satisfactory." In the 2019-21 compensation plan, although both terms are utilized, in most cases the 

plan uses the term "unsatisfactory" (36 times versus five times).  

 Currently, agencies utilize a variety of rating terms and scales in the performance evaluation 

process. The statewide system would aim to create uniformity in the process and terminology used. 

Under the statewide rating scale, the details of which would not be specified in the compensation 

plan itself, an employee's performance would be categorized as exceptional, successful, progress 

necessary, or unsatisfactory. Under current law and administrative rule, the administrator of DPM is 

responsible for overseeing agency performance evaluation programs.  

 [Sections: A-2.01, C-2.00, I-6.00, J-2.00, and L-2.01] 

27. Technical and Administrative Provisions 

 The plan additionally makes technical and administrative modifications including changes 

that reflect effective dates, new position classification titles, updates to organizational unit names, 
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and to correct references to section numbers of the plan.  

 [Sections: Introductory Notes, A-2.00, A-2.03, A-2.05, A-2.13 thru A-2.16, A-4.02, A-4.03, 

A-4.13, A-4.23 thru A-4.26, A-4.28 thru A-4.30, A-4.32 thru A-4.36, A-4.40, A-5.06, C-Intro, and 

C-8.00 thru C-10.00] 

28. Classified and Covered Unclassified Employee Pay Schedules for 2021-23 

 Section Z of the state's compensation plan specifies the base pay rates and pay ranges for 

nonrepresented classified and covered unclassified employees under 25 separate pay schedules. The 

schedules also specify effective dates for changes. Each of the state's approximately 1,600 position 

classifications and unclassified position titles covered by the compensation plan are assigned to one 

of the pay schedules and a specific range within that schedule. Position classifications (position titles) 

represent specific job duties, and recognize training and experience requirements. There are currently 

about 33,400 full-time equivalent positions allocated to the established position classifications. [Note 

that the compensation plan and the pay schedules are not applicable to the UW System or the UW-

Madison.] While the schedules may identify the monthly and/or annual salary for positions assigned 

to one of the schedules, the hourly rate of pay is used for payroll purposes. 

 Generally, the pay schedules represent modifications made elsewhere in the compensation 

plan. As such, the proposed 2021-23 compensation plan pay schedules incorporate a GWA for 

covered employees of 2% on January 2, 2022, and an additional 2% on January 1, 2023. The 

schedules also do the following: 

 Security Personnel. The plan would increase minimum pay under pay schedule 05 (safety and 

public security) ranges 31 and 32 for Corrections and DHS security personnel to receive $0.47 per 

hour more, effective January 2, 2022, to be funded within agency budgets. Subject to additional 

funding being provided to compensation reserves, the plan would instead increase minimum pay for 

these positions by $5 per hour, and would increase maximum pay to equal a newly added 20-year 

progression point (under Option B, $30.08 for 05-31 and $35.11 for 05-32).  

 Nursing Assistant and Resident Care Technician Pay Progression.  On the effective date of 

the 2021-23 compensation plan, a pay progression system for nursing assistants and resident care 

technicians would be established based on full years of adjusted continuous state service (years 

seniority), as follows:  
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 Pay Rate (per Hour): Pay Rate (per Hour): 
 Nursing Assistant 2/Weekend, Nursing Assistant 3/Weekend, 
 Resident Care Technician- Resident Care Technician- 
Effective Date/Years Seniority Objective/Weekend Advanced/Weekend 
 

With plan approval, 0 years $18.06 $19.30 
to January 1, 2022 1 year 18.53 19.80 
 2 years 19.00 20.30 
 3 years 19.47 20.80 
 5 years 19.94 21.30 
 10 years 20.41 21.80 
 15 years 20.88 22.30 
 
January 2, 2022 0 years $18.43 $19.69 
to December 31, 2022 1 year 18.91 20.20 
 2 years 19.38 20.71 
 3 years 19.86 21.22 
 5 years 20.34 21.73 
 10 years 20.82 22.24 
 15 years 21.30 22.75 
 
January 1, 2023 0 years $18.80 $20.09 
to June 17, 2023 1 year 19.29 20.61 
 2 years 19.77 21.13 
 3 years 20.26 21.65 
 5 years 20.75 22.17 
 10 years 21.24 22.69 
 15 years 21.73 23.21 

 

 Excise Tax Agents Pay Progression. On the effective date of the 2021-23 compensation plan, 

the excise tax agent and excise tax agent-senior pay progression schedule would be increased by $4 

per hour for each of four or five progression points, and then increased by 2% on January 2, 2022, 

and by another 2% on January 1, 2023. 

 Psychiatrists, Psychiatrist Supervisor/Management, Physicians, and Physician 

Supervisor/Management. On the effective date of the 2021-23 compensation plan, hourly pay ranges 

for psychiatrist, psychiatrist supervisor, psychiatrist management, physician, physician supervisor, 

and physician management positions would increase as follows: 
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   Minimum Appointment Maximum 

Title Schedule Range Salary Maximum Salary Effective Date 
 

 

Psychiatrist 10 52 $78.24 $101.70 $125.16 Current 

   105.00 131.25 157.50 With plan approval 

   107.10 133.88 160.65 January 2, 2022 

   109.25 136.56 163.87 January 1, 2023 

 

Physician 10 51 $71.72 $93.23 $114.73 Current 

   85.00 106.25 127.50 With plan approval 

   86.70 108.38 130.05 January 2, 2022 

   88.44 110.55 132.66 January 1, 2023 
 

Psychiatrist Supervisor/ 50 52 $79.00 $102.79 $126.57 Current 

Management   106.00 132.50 159.00 With plan approval 

   108.12 135.15 162.18 January 2, 2022 

   110.29 137.86 165.43 January 1, 2023 
 

Physician Supervisor/ 50 51 $72.44 $94.24 $116.03 Current 

Management   86.00 107.50 129.00 With plan approval 

   87.72 109.65 131.58 January 2, 2022 

   89.48 111.85 134.22 January 1, 2023 

 Nurse Clinician 2/Weekend Pay Progression. The plan would modify the current progression 

points for the nurse clinician 2/weekend pay progression to reflect proposed changes to the 

progression, either under Option A (funded by existing agency budgets) or Option B (if additional 

funds are provided to compensation reserves). Hourly pay progression amounts would be as follows: 
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 Years of Professional 

Dates Experience Pay Rate 

 

 Option A 

 

With plan approval, to January 1, 2022 0 $33.06 

 3 35.00 

 5 36.00 

 7 37.00 

 9 38.00 

 11 39.00 
 

January 2, 2022 to December 31, 2022 0 $33.73 

 3 35.70 

 5 36.72 

 7 37.74 

 9 38.76 

 11 39.78 

 

January 1, 2023 to June 17, 2023 0 $34.41 

 3 36.42 

 5 37.46 

 7 38.50 

 9 39.54 

 11 40.58 

 

 Option B 
 

January 3, 2021, to January 1, 2022 0 $33.06 

(Current Rates) 3 33.99 

 5 34.92 

 7 35.85 

 9 36.78 

 11 37.70 
 

January 2, 2022 to December 31, 2022 0 $33.73 

 1 35.70 

 2 36.72 

 3 37.74 

 5 38.76 

 7 39.78 

 9 40.80 

 11 41.82 
 

January 1, 2023 to June 17, 2023 0 $34.41 

 1 36.42 

 2 37.46 

 3 38.50 

 5 39.54 

 7 40.58 

 9 41.62 

 11 42.66 
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 Entry Level Pay Progression for Certain Engineering and Science Positions. The schedule 14 

pay progression for engineering (specialists, engineers, construction representatives, and facility 

designers) would be increased by 5% on the implementation date of the plan, and would be further 

increased by 2% on January 2, 2022, and by another 2% on January 1, 2023. The schedule 15 pay 

progression schedule for science (developmental and hydrogeologists) would be increased by 2% on 

January 2, 2022, and by another 2% on January 1, 2023. [Developmental positions are individuals 

at an intermediate job progression point between entry level and objective level.]  

 Information Systems Appointment Maximums. Pay schedule 70 (information systems-related 

broadbanded employees) ranges 1 and 2 include certain management, supervisory, and consultant 

classifications relating to information systems and technology. The plan would modify the 

calculation of the appointment maximum for these positions to 68% through the pay range, rather 

than the current calculation of 60% through the pay range.   

 Executive Salary Group Schedule. The executive salary group (ESG) schedule (pay schedule 

90) is established based on setting the ESG 1 salary level equivalent to the senior manager position 

(pay schedule 81, range 1), and establishing the maximum hourly rate for each range at 65% above 

the minimum for the range. Each successive pay range minimum is increased by 8% relative to the 

range below it. Under law (s. 20.923(15)(b)), individuals in ESG or senior executive group (senior 

management) positions may not have a salary that equals or exceeds the Governor, unless an 

exception is approved by JCOER. The exception to this prohibition would be noted below the ESG 

schedule. A note would also be added referencing s. 230.33(3) of the statutes, which requires that a 

classified employee appointed to an unclassified position (excluding certain prison industries 

positions) must receive at least the same pay received in the classified position. As a point of 

comparison, the Governor's hourly salary equivalent is currently $73.44. The ESG hourly rates in 

the proposed compensation plan are identified below: 

ESG  Current   January 2, 2022   January 1, 2023  

Range Minimum Maximum Minimum Maximum Minimum Maximum 

 

1 $31.45 $51.90 $32.08 $52.94 $32.73 $54.01 

2 33.97 56.06 34.65 57.18 35.35 58.33 

3 36.69 60.54 37.43 61.76 38.18 63.00 

4 39.63 65.39 40.43 66.71 41.24 68.05 

5 42.81 70.64 43.67 72.06 44.54 73.50 

6 46.24 76.30 47.17 77.84 48.11 79.39 

7 49.94 82.41 50.95 84.07 51.96 85.74 

8 53.94 89.01 55.03 90.80 56.12 92.60 

9 58.26 96.13 59.44 98.08 60.61 100.01 

10 62.93 103.84 64.20 105.93 65.46 108.01 

 

 

 General Senior Executive Group Schedule. The plan would increase the minimum and 

maximum rates for pay range 95-02, from 133.3% of 95-01 (in the 2019-21 plan), to 150% of 95-

01, effective at the beginning of the first pay period following approval of the plan. 

 Police and Warden Progression. The plan would modify the pay progression schedules for 

Capitol Police and Natural Resources wardens to reflect a proposed change in the years of law 

enforcement experience for which these employees would qualify for pay increases, reducing the 
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years required from three, five, seven, nine, and 11 to instead require one, two, three, four, and seven 

years of law enforcement experience. In addition, the progression points would be increased by 2% 

on January 2, 2022, and by another 2% on January 1, 2023. 

 Pay Progression for Attorneys. As with prior compensation plans, the proposed 2021-23 

compensation plan identifies the pay progression steps for classified state attorneys, assistant district 

attorneys, State Public Defender attorneys, and attorneys in broadbanded positions. The progression 

points are increased by 2% on January 2, 2022, and by another 2% on January 1, 2023. 

 [Section: Z] 


