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KBOR USS-UPS SURVEY 
SPRING 2019 

WICHITA STATE UNIVERSITY RESULTS 
QUALITATIVE ANALYSIS OF RESPONDENT COMMENTS 

EXECUTIVE SUMMARY 
 

INTRODUCTION 
 

Respondents in the Spring 2019 Kansas Board of Regents (KBOR) survey of University Support 
Staff and Unclassified Professionals were given the opportunity to respond to three open-
ended items in addition to their responses on a number of closed-ended fixed response items: 
 

1. Is another incentive important to you? [please see Appendix K, question 11 in 
the full report for list of incentives] 

2. Is there another area in which budget limitations have impacted your job? 
[please see Appendix K, question 14 in the full report for list of ways budget 
limitations may have impacted the respondent’s job] 

3. And finally, do you have any other comments to add?  
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® Although the question asked about incentives, respondents overwhelmingly addressed 
basic compensation and benefit issues instead of incentives. This tracks closely with the 
quantitative analysis of the survey results for WSU. 
 

® 
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KBOR USS-UPS SURVEY 
SPRING 2019 

WICHITA STATE UNIVERSITY RESULTS 
QUALITATIVE ANALYSIS OF RESPONDENT COMMENTS 

 
INTRODUCTION 

 
Respondents in the Spring 2019 Kansas Board of Regents (KBOR) survey of University Support 
Staff and Unclassified Professionals were given the opportunity to respond to three open-
ended items in addition to their responses on a number of closed-ended fixed response items. 
Those three questions were: 
 

1. Is another incentive important to you? [please see Appendix K, question 11 in 
the full report for list of incentives in closed-ended question 10] 

2. Is there another area in which budget limitations have impacted your job? 
[please see Appendix K, question 14 in the full report for list of ways budget 
limitations may have impacted the respondent’s job in closed-ended question 13] 

3. And finally, do you have any other comments to add?  
 
Details regarding original survey methods, descriptive data about participants, and quantitative 
analyses are found in the original report from the Docking Institute of Public Affairs at Fort Hays 
State University. The current report is a qualitative analysis of the responses of Wichita State 
University (WSU) respondents only to open-ended questions 12, 15, and 17 on the survey. 
 
This qualitative analysis was performed independent of and without reference to the full survey 
in order to a
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CAVEATS 
 
There are certain 
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ANALYSIS OF OPEN-ENDED ITEM RESPONSES 

QUESTION 12 
 

Question 12: “Is another incentive important to you?”  

Respondents were asked in a closed-ended rating question to indicate their interest in five 
“incentives or opportunities”: flexible schedules, on-the-job training, transportation assistance, 
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"! “Better, more competitive pay.” !!

The opportunity for growth of their base salary through regular raises was especially 
important to respondents to this question. This included cost of living raises:  

"! “Annual cost of living adjustments.” !
"! “Knowing you get pay increase every year to keep up with cost of living.” !
"! “Increase the hour wage follow the living cost.” !!

performance-based raises:  

"! “Evaluations that come with raises...” !
"! “Raises should be merit based. Why do we do evaluations if they aren’t 

linked to raises?” !
"! “There seems to be no opportunity for merit raises...” !
"! “Yearly increase in pay dependent on yearly reviews.” !

and raises based on longevity:  

"! “Salary increase based on longevity.” !
"! “Fair pay/merit increases for years of service.” !

Comments about traditional benefits split evenly between health care benefits and 
retirement benefits. Most of the mentions about health care benefits related to cost:  

●! “Health insurance cost reductions.”  
●! “Lower and simpler health care costs over improved healthcare benefits.”  
●! “Reasonable cost for health care after retirement.”  

Comments related to retirement were broader, including both retirement funding and 
other types of benefits:  

●!
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2. Give me flexibility.  

Work flexibility was mentioned by respondents to this question most frequently after 
compensation and benefits with 49 mentions. Work flexibility includes three different 
elements: flexible work location, flexible schedules, and time off/leave policy.  

Working from home was mentioned by 15 respondents, with different possibilities 
suggested:  

●! “Ability to work remote from home.”  
●! “Be able to work from home during slow times (spring break, Christmas, 

summer).  
●! “Option to work from home once a week or once a month when possible.”  
●! “The ability to work from home couple times a week esp. In the summer.”  

Flexible work schedules were also mentioned, including:  

●! “4 day work week with 10 hour days.”  
●! “Flexible shifts with ability to stay the same unless I change it, not the 

company.”  
●! “Working into a 9-80 program. Where you have every other Friday off.”  
●! “Working part-time when retiring from full-time job 

University 
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3. Improve my work environment.  

Work environment was addressed by 36 respondents. Fairness was an issue for several, 
but in different ways:  

●! “Yes, stop the unfairness out here treat people with respect.”  
●! “Fairness and equality in the work place, and in hiring practice.”  
●! “Fairness in policies! Other employees benefit from ability to build and use 

holiday closedown hours and have less stringent rules related to use of leave 
time.”    

Appreciation and recognition, both tangible and intangible, were mentioned 
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6. Parking is a problem.  

Parking was mentioned as an irritation by 16 respondents and was one source of 







KBOR USS-UPS Survey Qualitative Analysis, September 2019 20 

•! “Unable to add staff to accommodate increased demand for IT services. New 
services are demanded with no increase to staffing to accomplish 
implementation and support.” 
 

Retention and turnover are two sides of the same coin, with budget issues
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•! “I feel that a salary increase is not possible for my position due to budget 
constraints within our department.” 
 

Low base pay and the inability to be paid overtime
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The inability to attend conferences or training for professional development was 
mentioned by several: 
 

•! “Limited to no opportunity to receive training outside of the office.” 
•! “Most trainings are out of town and require travel to attend.” 
•! “There is no budget for individual professional development opportunities 
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ANALYSIS OF OPEN-ENDED ITEM RESPONSES 
QUESTION 17 

 
Question 17: “Finally, do you have any other comments to add?
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•! “I love my job!” 
•! “My husband and I both graduated from WSU and now both work here. We 

love our jobs, but we make the minimum salaries for our positions.” 
•! “I started at WSU in 2019 and it is by far one of the best jobs I have ever had” 

I thoroughly love what I do!” 
•! “I love the university that I work for and intend to stay for a while. My 

position is very fulfilling.” 
 

In addition, some respondents mentioned aspects of their job that they enjoy: 
 

•! “I have good job variety, work on a nice campus and enjoy most of my 
coworkers and interacting with students.” 

•! “We have terrific benefits, my boss is supportive, and our department is 
generally well-run.” 

•! “The director of my department is greatly responsible for the positive 
environment here…This affects my outlook more than university-wide 
issues.” 

•! “Generally a great place to work with lots of energy and smart co-workers.” 
 

However, several of these positive respondents also mentioned the need for better 
pay: 
 

•! “My future goals are to obtain more responsibilities and increased wages for 
the work I do.” 

•! “I am satisfied by nearly every aspect of my job except my salary, which is 
not competitive with the market.” 

•! “A salary increase would be wonderful, as we are living paycheck to 
paycheck, working side jobs to make ends meet, and trying to raise a family.” 

 
Unfortunately, most of the emotional response comments were less positive. Many 
general morale comments related to compensation and insurance costs: 
 

•! “…I work very hard each day but yet I don’t get additional compensation for 
a job well done at my yearly performance review. It’s hard to stay motivated 
some days knowing that…” 

•! “I am very disappointed that pay increases are not given to those who 
receive exceeds expectations on their yearly evaluations. Yet the cost of 
insurance keeps going up to a ridiculous amount each year…It’s very 
discouraging.” 
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•! “…The premium costs have skyrocketed and the proportion of costs covered 
by the state has declined dramatically. This is a huge disappointment and the 
single greatest drag on morale among myself and my coworkers.” 

 
A sense of unfairness in the workplace 
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•! “
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•! “The job isn’t as much fun as it used to be. The pressure to work harder and 
accomplish more aren’t reflected in better pay or benefits. Stress is higher.” 

 
2. Compensation and insurance costs need more discussion. 
 

As seen in the responses to the previous questions, stagnant compensation continues 
to be a concern, and increasing costs of health insurance aggravate the sense of doing 
worse instead of doing better. Raises dominated the mentions related to 
compensation: 
 

•! “Many of us haven’t had any merit raises in years. 
•!  Not much of an incentive to go above and beyond.” 
•! “Currently my take home pay was higher in 2007 than it is today. If I did not 

love my job and the people I work with, I would look for employment 
elsewhere.” 

•!  “Please find a way to adjust pay annually to keep up with insurance 
increases. Ultimately, many people make less now than they did 10 years ago 
because they have higher insurance premiums and the same salary.” 

•! “The lack of pay increases…impacts what I will receive at retirement. I am 
curious to know how some people in this office and elsewhere on campus 
can receive pay increases, but the classified workers are always told that 
there is no money for pay raises.” 

 
Respondents also mentioned a sense of inequity with new employees being paid as 
much as an employee with more longevity: 
 

•! “It is very discouraging that when new employees are hired, their beginning 
salary is almost equal to or greater than mine and I have been in my current 
position for almost 20 years.” 

•! “Many people who have had responsibilities added do not receive an 
increase in pay, whereas new hires can negotiate or get paid higher salaries 
than those who have been loyal to the university.” 

•! “It is extremely frustrating to see new employees come in the Regent’s 
system and earn higher salaries for a comparable position. Especially, when 
you consider that long time employees have a well-established knowledge 
base. It appears that the university does not value that.” 
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3. I have concerns about management or supervisors. 
 

Manager and supervisor behaviors were mentioned by some respondents. Concerns 
included unfair hiring and promotion practices: 
 

•! “Those they want in certain positions are placed and most are never 
considered, especially when positions are externally or internally advertised.” 

•! “Some high administrative positions have been filled by people with few 
skills in this area. Some of the positions were created especially for these 
individuals…” 

•! “They are allowing favoritism in hiring and promotions. Examples of this is a 
manager’s position that was filled without an interview process. Department 
Lead Management was hired and that person does not meet the 
requirement standards of the position. Allowing Supervisor/Manager to hire 
and direct family members.” 

 
 absence of setting performance expectations and providing reviews: 
 

•! “I haven’t even received a performance review for the last two years. I was 
not made aware of my supervisor until a few months ago after being 
employed in the position for over a yearh
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equity in pay structure at WSU…If not resolved soon, I am gone as the pay 
level here is really poor.” 

•! “I wish valuing my hard work was a priority of the university, but it very much 
feels like I am continually asked to do more for the same pay. If noticeable 
changes are not made, the university will continue to pay the hefty cost of 
frequent turnover as dependable, intelligent and capable employees move to 
the private sector.” 

 
 
 
 
 
 

 
*As noted above, the following codes and mentions within these codes were removed. In some 
cases, these comments were mentioned within other codes. 
 
1.! Cost-cutting (5 mentions) 
2.! Inefficient systems (5 mentions) 
3.! Innovation Campus (3 mentions) 
4.! Lack of focus on students (2 mentions) 
5.! Private involvement in public education (2 mentions) 
6.! Different expectations (1 mention) 
7.! Climate change (1 mention) 
8.! Faculty (1 mention) 
9.! Interdepartmental competition (1 mention) 
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CONCLUSIONS 
 

Although the results of this analysis cannot be inferred to represent the entire population or 
even the total sample for the USS-UPS survey, there are several important issues that surfaced 
that may provide a different frame for considering the overall survey results. 

 
“Pay, pay, pay, pay, pay, pay, pay, pay oh, and it’s the pay.” 

 
This comment encapsulates the general attitude expressed in responses to all three open-
ended questions. Respondents focused on pay issues when asked about incentives because 
perceived adequate basic compensation is more important than incentives—unless the 
incentives include pay. Budget limitations affect their ability to do their job because staffing 
challenges require additional duties and longer hours for which they are not paid. As far as 
additional comments are concerned, what 
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parking options. However, the perception of inadequate basic compensation is likely to 
continue to be a dissatisfier for employees at WSU as long as funds for compensation are 
limited. 
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APPENDIX A 
METHODS 

 
Software 
 
Two types of software were used to help organize and analyze the data. 
 

•! The original survey raw data for the three questions were provided by 
FHSU in an Excel spreadsheet. No raw data for any other questions or 
identifying information of any kind were provided. 

•! Item responses and participant data were imported into NVivo for Mac 
(release 11.4.1) for organizing and coding qualitative data. 

 
Data cleaning and organization 
 
Before data analysis began, the raw data were reviewed case by case in order to remove cases 
that did not contribute useful data. For all three items, any cases were excluded in which there 
was no response, or a response that did not provide useful data, such as “N/A”, “no,” “I can’t 
think of any right now,” or “none.” For question 12, three cases were excluded. For question 
15, five cases were excluded. For question 17, five cases were excluded. 
 
Coding methods 
 
Different types of coding were used in the analysis of the qualitative data from the open-ended 
items. 
 

•! For all questions, in vivo coding was used in the first cycle of coding. In 
vivo coding uses the actual words of the respondents to create initial 
codes that capture their lived experience. 

•! Because many of the comments included emotional responses to the 
questions, a second round of coding focused on capturing the 
emotional quality of the responses. 

•! An individual response to the item may be coded in more than one way 
depending on the complexity of the response. For example, one 
response may include concern about the cost of employee health 
benefits, the expression of frustration about long work hours, and the 
respondent’s emotional response to the way they feel treated by their 
supervisor. In this example, three “mentions” will be coded differently. 
A less complex response, such as “free parking” would be coded as one 
mention. 
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Theme development 
 
After coding all responses for each item, the codes were examined for prominence by preparing 
a code map as well as reviewing the number of mentions for each code. Codes were then 
organized in order to find patterns among the responses. As themes emerged, mentions by 
code were sorted into those themes, and then reviewed and reorganized as necessary. The final 
themes with subsidiary codes were then represented visually as hierarchy maps to examine the 
relationships of the codes to each other within each theme. 
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