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Introduction

Counterparting pay ranges is an appointment and compensation tool which establishes rational relationships between
different pay schedules and pay ranges. Through the counterparting process, human resources and payroll staff (and
employees) can determine if a movement between positions is an upward movement, lateral movement or
downward movement. This determination is critical in establishing the employee’s appointment eligibility, rights
and compensation. This chapter provides the background regarding OSER’s responsibility to designate counterpart
pay ranges and describes how to use counterpart pay range tables to determine transaction type and associated pay
options, if any.

Sec. 780.020

Statutory and Rule Authority

1.

“The director shall promulgate rules on all matters relating to the administration of the office and the
performance of the duties assigned to the director, except on matters relating to those provisions of subch. II
for which the responsibility is specifically charged to the administrator.”
s. 230.04(5), Wis. Stats.

2.

“To accommodate and effectuate the continuing changes in the classification plan as a result of the
classification survey program and otherwise, the director shall, upon initial establishment of a classification,
assign that class to the appropriate pay rate or range, and may, upon subsequent review, reassign classes to
different pay rates or ranges.”
s. 230.09(2)(b), Wis. Stats.

3.

“Except as provided under sub. (2), the compensation plan provisions of s. 230.12 apply to all employees of
the classified service, unless they are covered by a collective bargaining agreement under subch. V of ch.
111.”
s. 230.10(1), Wis. Stats.

4.

“Schedules. The several separate pay schedules may incorporate different wage and salary administration
features. Each schedule shall provide for pay ranges or pay rates and applicable methods and frequency of
within range pay adjustments based on such consideration as competitive practices, 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. Not limited by enumeration, such considerations for
establishment of pay rates and ranges and applicable within range pay adjustments may include provisions
prevalent in schedules used in other public and private employment, professional or advanced training,
recognized expertise, or any other criteria which assures state employee compensation is set on an equitable
basis.”
s. 230.12(1)(b), Wis. Stats.
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5.

“The administrator will authorize a transfer when requested by an appointing authority providing the
appointing authority has determined that the employee meets the eligibility requirement under s. ER-MRS
15.01 and that the position to which the employee is transferring is assigned to a class in the same or
counterpart pay rate or pay range to which any of the employee’s current positions is assigned, and such
documentation is provided to the administrator. The administrator may delegate this authority to appointing
authorities.”
s. ER-MRS 15.02, Wis. Adm. Code

Sec. 780.030

Definitions

1.

Counterpart pay ranges means “pay ranges or groupings of pay ranges in different pay schedules which are
designated by the director to be at the same level for the purpose of determining personnel transactions.”
ss. ER 1.02(7) and ER-MRS 1.02(4), Wis. Adm. Code

2.

Higher pay range means “the pay range which has the greater pay range dollar value maximum when
comparing ranges not designated as counterparts.”
ss. ER 1.02(13) and ER-MRS 1.02(9), Wis. Adm. Code

3.

Lower pay range means “the pay range which has the lesser pay range dollar value maximum when comparing
pay ranges not designated as counterparts.”
ss. ER 1.02(19) and ER-MRS 1.02(16), Wis. Adm. Code

4.

Reasonable offer means an offer of appointment that “meets the following 5 conditions as of the date of the
offer:
(a) The position is one which the employee would be qualified to perform after customary orientation provided
to new workers in the position;
(b) The position is the highest level position available within the agency to which the employee could either
transfer or demote;
(c) The number of work hours required does not vary substantially from the number of work hours previously
worked; and
(d) The position is located at a work site that is within reasonable proximity of the original work site.
(e) The pay range of the position offered is no more than 3 pay ranges or counterpart pay ranges lower than the
pay range of the position from which the employee was laid off.”
s. ER-MRS 22.09(2), Wis. Adm. Code

5.

Transfer means “the permanent appointment of an employee to a different position assigned to a class having
the same or counterpart pay rate or range as a class to which any of the employee’s current positions is
assigned.”
ss. ER 1.02(46) and ER-MRS 1.02(33), Wis. Adm. Code

Sec. 780.040

Concept

Classifications are assigned to pay ranges within the state’s pay schedules based on factors such as nature of work,
knowledge and skill requirements, responsibility, authority, and working conditions. Historically, and by rule (see
Section 780.030 above), pay range maximums have been compared to determine the appropriate personnel
transaction in any given situation, which impacts pay. Pay range maximums have also been used to determine what
reasonable offers are in layoff/restoration situations. However, collective bargaining and labor market pressures can
sometimes make such pay range maximum comparisons inappropriate. Because assignment of classifications to pay
ranges is a mandatory subject of bargaining, historical links between pay ranges and classifications within them are
sometimes broken. Often, the labor market will influence the bargaining of pay ranges for certain classifications.
Also, collective bargaining may cause maximums of pay ranges to increase at different rates and with different
effective dates. Collective bargaining may also result in the creation or deletion of pay ranges. Consequently, the
OSER Director may designate pay ranges to be at the same level (i.e., counterpart) for the purpose of determining
personnel transactions.
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The counterparting of pay ranges is a mechanism to establish or maintain historical and logical transaction and pay
relationships between positions and pay schedules, despite the potential for different pay range maximums. A
simple example is the use of the counterparting concept for the Attorney (represented) and Attorney-Confidential
(non-represented) classifications. Because the skills required, complexity of duties, independence, and
responsibility of positions within these classifications are basically the same, movements from a position in one of
these classifications to a position in the other should be viewed historically and logically as a lateral movement.
However, the collective bargaining process often causes the pay range maximums in the represented schedule to lag
those of the nonrepresented Attorney-Confidential pay range maximum. Counterparting keeps the relationship
between the two pay ranges the same even during periods in which their maximums differ.
The tables and explanations provided in this chapter and the OSER bulletins regarding counterparting not only assist
agencies in determining how to treat each personnel transaction, but also provide written documentation of how to
determine the transaction if a dispute arises. If an employee claims that the type of transaction was determined in
error, the burden of proof typically lies with the employer. The bulletin can help prove that the type of transaction
was determined consistent with how it would have been determined for other employees and other similar situations.
Counterparting is not a static concept, and cannot always maintain relationships when specific classifications change
pay ranges. Creation of new pay ranges (e.g., broadband pay ranges) has also made it difficult, if not impossible, to
always maintain historical relationships. OSER issues bulletins whenever revised or new counterparts are necessary
and possible. Agencies may recommend revisions or additions to the counterparts by contacting the Division of
Compensation and Labor Relations’ staff member indicated at the end of the bulletin.
Sec. 780.050

Counterpart Pay Ranges

The latest bulletin Counterpart Bulletin on counterpart pay range designations provides tables indicating counterpart
pay ranges (e.g., pay ranges 02-10 and 03-10 are counterparts) and also relationships that are not direct counterparts
(e.g., pay range 02-11 is a higher pay range than 03-10). That is, pay ranges in the same row of a counterpart
table are counterparts, and of two pay ranges in different rows, the pay range in the lower row of the table is
the higher of the two ranges (e.g., pay range 02-10 is in a lower row than pay range 03-08 in the table attached to
the bulletin, so 02-10 is the higher of the two ranges).
In making comparisons, both pay ranges must be in the same table. For example, although pay range 81-03 is a
higher pay range than pay range 81-04, one cannot assume that pay range 81-03 is a higher pay range than a
counterpart to 81-04, such as pay range 02-14. For that comparison, pay range maximums should be used.
Sec. 780.060

Personnel Transactions

General Rule: If a movement is to a counterpart pay range, or between pay ranges with the same pay range
maximum for ranges not on a counterpart table, the transaction is typically a transfer. If a movement is to a higher
pay range based on comparison of rows on a counterpart table or based on having a higher pay range maximum, the
transaction is typically a promotion. If a movement is to a lower pay range based on comparison of rows on a
counterpart table or based on having a lower pay range maximum, the transaction is typically a demotion.
Trades: When nonrepresented Crafts Worker classifications are involved, the maximum for the pay range 01-99
shall be the rate of pay for the nonrepresented Crafts Worker position involved (i.e., the employee’s current rate of
pay if leaving the nonrepresented Crafts Worker position and the rate the employee would receive if going to the
nonrepresented Crafts Worker position), excluding any add-on. An exception to this is that a movement from a
nonrepresented Crafts Worker classification to a represented Crafts Worker classification is normally considered a
demotion and a movement from a represented Crafts Worker classification to a nonrepresented Crafts Worker
classification is normally considered a promotion, regardless of the maximums involved. In addition, all represented
craft positions in the same classification (e.g., two Plumber positions) will be considered to be in the same pay range
regardless of differences in area prevailing rates. Therefore, movement between them will typically result in a
transfer. The personnel transaction for movements between represented craft classifications (e.g., Plumber and
Painter) shall also be determined using the local rates for each position as the maximums for comparison purposes.
Compensation and Labor Relations
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Single Classification Progressions: For single classifications assigned to multiple pay ranges, the pay range
assignment is determined by the amount of time in pay status the employee has served in the classification.
Therefore, the applicable pay range for personnel transactions will be determined accordingly.
Examples:
An Employment and Training Counselor (B), PR 12-05, wishes to move into a Labor Market Analyst position.
Although Labor Market Analyst (B) is also PR 12-05, the employee does not have any time in class as a Labor
Market Analyst. Therefore, the employee must voluntarily demote to Labor Market Analyst (A), which is PR 1204.
An Employment and Training Counselor (B), PR 12-05, wishes to move into an Employment and Training
Supervisor position, which is PR 81-03. Because these classifications are not on the same counterpart table, a
comparison of the PR 12-05 and the PR 81-03 pay range maximums is necessary to determine the type of
transaction.
An Employment and Training Supervisor, PR 81-03 wishes to move into a Labor Market Analyst position. The
employee does not have any time in class as a Labor Market Analyst so the employee must be appointed to Labor
Market Analyst (A), which is PR 12-04. Because these classifications are not on the same counterpart table, a
comparison of the PR 81-03 and the PR 12-04 pay range maximums is necessary to determine the type of
transaction.
Exceptions:
Exceptions to these rules, and the rules regarding use of the counterpart table, usually occur when the employee does
not have permanent status in the pay range that the movement is from, or if the employee has reinstatement
eligibility to the pay range the movement is to. Please review chs. ER-MRS 14 (Promotion), 15 (Transfer), 16
(Reinstatement and Restoration) and 17 (Demotion), Wis. Adm. Code, to see if any exceptions are either optional or
mandatory.
In addition, please note that Sec. 156.040 (4), Wisconsin Human Resources Handbook has established the policy that
“[n]on-career executive incumbent employees cannot transfer or be transferred into vacant career executive
positions.”
Of course, transactions that do not involve movement to another position (i.e., reallocations or reclassifications to
higher, lower, same or counterpart) are also an exception.

Sec. 780.070

“Counting” Pay Ranges

Under certain circumstances, it is necessary to determine the number of pay ranges one would go up or down as a
result of a personnel transaction. For example, s. ER-MRS 22.09 (e), Wis. Adm. Code, defines a reasonable offer
after layoff as one in which the “pay range of the position offered is no more than 3 ranges or counterpart ranges
lower than the pay range of the position from which the employee was laid off.” Also, certain transactions under the
WSEU collective bargaining agreement require “counting” of pay ranges to determine the new rate of pay.
When “counting” pay ranges, one first must determine whether to use a counterpart table or compare pay range
maximums. If both pay ranges are on the same counterpart table, counting up or down on the table is appropriate. If
they are not on a counterpart table, determine where the pay range maximum that the movement is from would fall
on the pay schedule that the movement is to, and then count up or down on that pay schedule to the pay range of the
new position’s classification. When a broadband pay schedule is involved in the “count,” each broadband pay range
shall be considered to be equivalent to three pay ranges.
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Examples:
An employee in PR 81-03 is laid off. According to the Wis. Adm. Code, a reasonable offer can be no more than
three pay ranges lower than the pay range from which the employee was laid off for nonrepresented employees.
Since one broadband is equivalent to three pay ranges, an offer to PR 07-04 or 81-04 position would be
reasonable. However, an offer to a PR 07-05 or 81-05 position would be considered equivalent to six ranges
down and would not be considered reasonable.
An employee in PR 14-24 wants to demote to a PR 06-14 position. The employee has 30+ years of state service
and makes more than the grid endpoint for PR 06-14. The Wisconsin State Employees Union (WSEU) Appendix
5 rules state that the employee would be paid the greater of the grid endpoint or the employee’s current rate of
pay minus $1.00/hour for each range the employee is demoting. Therefore, to determine an employee’s new rate
of pay one must determine how many ranges the employee will be going down. One compares the range
maximums and counts down ranges on the schedule to which the employee is moving. Since the PR 14-24
maximum ($28.525) falls between the PR 06-16 ($26.494) and the PR 06-17 ($28.614) maximums, you count
down starting with PR 06-16 being one range down, PR 06-15 being two ranges down, and PR 06-14 being three
pay ranges down. (Note: Maximums are provided for illustration purposes only and may not be the true
maximums for the ranges involved.)
The counterparting of PR 07-04, 07-05, 81-04 and PR 81-05 to multiple levels of nonbroadband pay ranges has
created some unusual situations. In such a case, the appropriate way of counting pay ranges is:
1.

If the movement would be to a lower pay range, determine the lowest pay range of the schedule to which the
employee is moving that is counterparted to the range from which the employee is moving; or

2.

If the movement would be to a higher pay range, determine the highest pay range of the schedule to which the
employee is moving that is counterparted to the range from which the employee is moving; and then

3.

Count up or down from the pay range determined in 1 or 2, above, to the pay range to which the employee is
moving.

Example: A voluntary demotion from Maintenance Supervisor (PR 81-04) to Maintenance Mechanic 2(PR 0310) would be a two-range movement because the lowest pay range in schedule 03 that is counterparted to PR 8104 is PR 03-12 and PR 03-10 is two pay ranges below PR 03-12.

Sec. 780.080

UWHC Board Pay Ranges

The pay ranges in the collective bargaining agreement between the University of Wisconsin Hospital and Clinics
Board and the WSEU continue to be significantly different from those negotiated by the State or established by the
Compensation Plan. OSER has concluded that there shall continue to be no designation of counterpart pay ranges
between the Board/WSEU and any other State pay ranges. In addition, there shall continue to be no designation of
counterpart pay ranges within the Board/WSEU agreement. Therefore, the information provided in the latest
bulletin on counterpart pay range designations shall be used to determine the appropriate personnel transaction (see
Sec. 780.050 for a link to the bulletin).
See bulletin CC/POL-50/OS-77/MRS-196 dated February 18, 1999, for more detail about OSER’s authority and
policy regarding personnel transactions involving Board/WSEU positions (see
http://oser.state.wi.us/bulletins/bulletin_get.asp?bid=32).
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Sec. 780.090

Referral of Questions

Questions should be directed to staff of the Bureau of Compensation.

Sec. 780.100

Administrative Information

This is the original issue of the handbook chapter.
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