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Executive Summary 
The UW System effort to create new titling and compensation structures presents a rare window of 
opportunity to identify and advocate for Information Technology (IT) titling and compensation needs.  
 
The major goals of this CIO-sponsored project were to: 

● define information technology  as it relates to titling and total compensation. 
● analyze the gap between current and desired future states of IT titling and total compensation. 
● inform the University of Wisconsin Title and Total Compensation Study. 

 
The team consulted with stakeholders, advisors, and groups working on related issues. We held four World 
Café-style input sessions and analyzed more than 2,600 written comments from 214 campus IT staff, IT 
managers and Human Resources (HR) staff.  
 
In the course of discussions centered around IT titling and compensation, other issues emerged. Not all 
were directly related to the Study, nor were they dependent on the Study for resolution. While these issues 
fell outside of our original project scope, we have included them in the report. In addition, staff commented 
on a number of things that are working well.  
 
We will work with the project sponsor and target audience to broadly share this report and advocate for IT 
community needs in the new titling and compensation structure.  

Definition of IT 
We have drafted a definition in order to inform the Study about what is or is not considered information 
technology (IT) at UW-Madison. By aligning job titles with this definition, we can ensure that IT personnel 
expenditures are measurable in a consistent manner and can more accurately inform IT strategic planning 
and decision-making. (See Appendix C for the definition of IT.) 
 
The project co-leads collaborated on the draft with Nicholas Tincher, leader of the UW-Madison IT Spend 
Project. Together we recommend adopting a single, shared definition for use by the Study and other groups 
requiring such a definition. The draft will be shared with campus IT governance for feedback and 
endorsement. 

Gaps between current and desired future states 
Based on World Café input sessions, the team has identified seven major gap areas related directly or 
indirectly to titles and total compensation. Some gaps depend on the Study for resolution; many do not. 
Some gaps are unique to IT; many are not. There is some overlap between gaps and they aren’t mutually 
exclusive. The major gap areas are: 

Job Titles and Descriptions 
Titles don’t reflect actual duties and don’t use industry naming standards. There are not enough 
advancement levels in title series. Flexibilities are attractive, but titles are applied inconsistently across 
campus. 
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Pay and Total Compensation 
Staff almost universally value their benefits package, but have experienced an erosion in total compensation 
due to increased benefit costs and lack of raises. They perceive inconsistencies in compensation between 
and within campus divisions and units, and reported barriers to increasing their pay. 

Career Advancement 
Staff are unclear on how to advance and they don’t feel they have control over the process. A common 
observation was that job-hopping is the way to get ahead. Technical career paths that are comparable to 
management career paths are lacking. There are not enough advancement levels, and there are no career 
paths spanning academic and university staff employee categories.  

Professional Development 
Improving access to professional development is a concern for both IT staff and IT managers. It is critical for 
helping staff gain experience needed to advance their careers; helping staff perform current duties more 
effectively; and improving recruitment, retention, and total compensation. 

Recruitment 
Confusing titles, unappealing position descriptions, non-competitive pay and a lengthy application process 
create barriers to recruitment. Internal recruitment options are not well communicated or understood. IT 
recruitment outside of DoIT is not well or consistently supported.  

Culture and Work Environment 
The culture and work environment at UW-Madison make it an attractive employer for IT staff. There were 
more compliments than concerns expressed about work/life balance, flexibilities and culture; however, these 
are not uniformly experienced across campus. There is a desire for work environments that IT professionals 
value (furnishings, lighting, mix of quiet and social spaces, etc.)  

Human Resources (HR) - Processes and Support 
Processes for regularly reviewing and updating IT titles and job descriptions are lacking. Titles, pay scales 
and advancement options in industry were cited as more desirable. Divisional staff noted inconsistent 
support for IT HR activities outside of DoIT. 

High-Level Recommendations 
Detailed recommendations both for the Study and audiences external to the Study appear throughout the 
report. A chart summarizing those recommendations begins on page 15.  

The following high-level recommendations are addressed to the project sponsor; members of IT 
governance, leadership, and community; HR leadership; and shared governance bodies: 
 

● Monitor Study progress toward addressing gaps in IT titling and total compensation and related 
areas such as IT career advancement, recruitment, retention, culture and work environment. 

● Prioritize and act upon gaps external to the Study in areas such as IT career advancement, 
recruitment, retention, culture and work environment. 
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● Develop resources for providing more consistent, robust IT HR support for divisions outside of DoIT. 
● Finalize and adopt a single, shared definition of information technology for use by the Study and 

other committees requiring such a definition. 
● Gather further input from the IT community. (They are eager and open to additional opportunities to 

provide input.) 

Project Overview 
The University of Wisconsin Title and Total Compensation Study presented a rare window of opportunity to 
identify and advocate for Information Technology (IT) titling and compensation needs. Prior to the Study, it 
had been 30 years since the last comparable effort. The IT Titling and Compensation Gap Analysis project 
was an entirely grassroots effort to proactively gather data to inform and complement the Study’s work at the 
start of their process. (See Appendix A for project charter.) 
 
Guiding principles for the project included avoiding duplication or replacement of work to be undertaken and 
completed by the Study; realistic scoping of project work to fit availability of team members and supporting 
resources; promoting transparency; and keeping stakeholders apprised of progress. 
 

In July 2016, the team held four World Café-style input sessions attended by 214 staff members who 
generated 2,639 written comments in response to questions asked at topic tables. Approximately 69% of 
participants were IT staff, 23% were IT managers, and 6% were HR personnel who worked directly with IT 
professionals. There was almost equal distribution between academic staff and university staff. (See 
Appendix D for additional demographic information.) 
 
Because we limited the number of participants at each topic table, we view the number of written responses 
received for each topic as a relative, rather than absolute, measure of interest in a particular topic. With 
those limits in mind: 
 

● The top three topics with the most participants were: total compensation (41), career 
advancement (30), job titles and descriptions (32). 

● The top five questions with the most written responses were: concerns about total 
compensation (421), concerns about job titles and descriptions (358), concerns and desires about 
career advancement (299), what’s working well with total compensation (265), how to better retain 
employees (219). (See Appendix D for more information on responses.) 

 
Outside of the input sessions, the project co-leads were contacted by a number of staff who confided that 
they (or someone they knew) were not comfortable providing input in a public venue. Those staff had 
legitimate concerns related to equity and diversity which merit further exploration. 
 
Data analysis began in August 2016 when Carol Gosenheimer and her students transcribed the 2,639 
written comments from paper forms filled out at the sessions, and manually sorted them into themes and 
subthemes. Stories from the paper forms were transcribed in separate documents organized by session and 
topic. Carol debriefed the co-leads at the end of August on data organization and initial analysis. (See 
Appendix F for more detailed information on responses.) 
 
The co-leads then manually compared the quantity of responses in themes and subthemes across topics 
which was admittedly a highly subjective process. There is excellent information (both in quantity and 
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quality) still to be mined from the response sheets and data. Groups wishing to perform further analysis may 
contact the project co-leads.  
 
Team members were familiar with earlier efforts to gather and report input from campus personnel (e.g., HR 
Design, the 2014 survey by the Academic Staff Assembly Compensation and Economic Benefits 
Committee, and the 2016 report by the Academic Staff Assembly Ad Hoc Committee on Titling and 
Compensation). With this perspective, the team separated themes that were unique to IT (or common to 
only a small subset of campus staff) from those common to campus staff generally.  

Themes unique to IT 
● IT work is constantly changing and our current personnel system can’t adequately adapt. 
● There are two sets (university staff and academic staff) of titles, compensation, benefits and career 

paths for similar work. There is inconsistent application of IT titles and compensation within and 
between units across campus. 

● IT staff need both technical and management career paths, and career paths that span both 
university and academic staff employee categories. 

● IT titles such as Information Processing Consultant aren’t comparable to IT titles in private sector or 
peer institutions, with staff using working titles to describe role or job function. 

● For distributed IT staff and units there is uneven support for writing IT position descriptions, 
selecting appropriate IT titles and pay ranges, defining IT qualifications, and developing effective 
advertising strategies. 

● IT staff often do work that can be accomplished remotely and/or outside of standard business hours. 
Workplace flexibility is a benefit already enjoyed by some IT staff, and even more would like to have 
it. 

Themes common to other campus staff 
IT staff want:  

● more career advancement options 
● job titles that are current, make sense, and reflect work being done 
● better compensation, given increased cost of benefits and lack of raises 
● more consistency in titling, compensation, and other HR practices across campus divisions and 

units 
● Improved turnaround time to fill vacant positions 

 
IT staff value: 

● our benefits package 
● fairness in implementation of HR and management policies 
● work/life balance and flexible work arrangements 
● working for the university and the greater good, even though it can mean working for lower 

compensation 

Themes related to what’s working well 
This project and report were focused on identifying gaps. However, staff also reported a number of things 
such as benefits and flexibility that are working well. What follows is a high-level overview of those 
comments. All of the original response sheets are available for analysis by other groups. 
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Total Compensation (266 total comments) 

● Benefits - 138  
● Flexibility - 53 
● Other comments were about work/life balance, work environment, professional development 

 
Titles (103 total comments) 

● Flexibility - 31 
● Other comments were about career progression, process/guidelines 

 
Filling IT Positions (49 total comments) 

● Process - 26 
● Other comments were about support from HR, attracting qualified candidates, flexibility 

 
Applying for IT Positions: What attracts candidates to UW (121 total comments) 

● Culture/environment - 48 
● UW Brand/mission/public service - 23 
● Total Compensation/Benefits - 22 
● The Work - 12 

 
Employee Retention (115 total comments) 

● Flexible work environment - 41 
● Benefits - 18 
● Work/Life Balance - 17 
● Professional Development - 13 
● Other comments were about work culture, campus climate, compensation, advancement 

 
Wish List:  Don’t Change (35 total comments) 

● New hiring practices - 7 
● Benefits package - 6 
● Compensation - 4 

Gap Analysis 
While the themes stated in the previous section give a broad perspective on findings, there were specific 
and repeated gaps that emerged from the 2,639 written comments submitted at the World Café sessions.  
 
The most significant gaps or issues discovered fell into these categories: 

● Job titles and descriptions 
● Pay and total compensation 
● Career advancement 
● Professional development 
● Recruitment 
● Culture and work environment 
● Human Resources (HR) - processes and support 

 
For each gap we have provided a summary of concerns, representative stories, and recommendations.  
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Note:  Because we limited the number of participants at each topic table, the number of written responses 
received for each topic should be viewed as a relative, rather than absolute, measure of interest in a 
particular topic. (See Appendix F for more detailed information on responses.)  

Job Titles and Descriptions 
Job titles and descriptions were a top concern, judging both by table participation and number of comments 
collected. There were a total of 14 related comment themes. 11% of comments about titles were not easily 
categorized and grouped into a miscellaneous category.  
 
Here are some of the major concerns related to IT job titles: 

● Many IT job titles don’t make sense. They don’t reflect actual duties or use industry naming 
standards, making them especially confusing for recruitment. Working titles are heavily used to 
more accurately describe an incumbent’s role or work. 

● While progression in a title series may create promotional opportunities, there are too few steps, 
and they don’t clearly reflect growth in a technical career path. 

● The flexibility with current titles is attractive, but concerns remain about equitable and uniform 
application of titles and salaries across campus.  

● IT work is constantly changing. IT titles (and related pay scales) are unable to keep pace.  
● In the IT profession, career advancement is available not only to staff who assume management 

responsibilities, but also to staff who deepen their knowledge and skillsets. Our current personnel 
system heavily favors management-related career progression. 

● There are IT staff who are University Staff and IT staff who are Academic Staff. There are two sets 
of titles and two sets of benefits for IT staff. In some cases, colleagues who perform identical work 
have different titles and benefits. There is no career path that spans the two categories.  

● Aligning titles to actual work should make it easier to do comparisons for equity. Currently it is very 
difficult to equate work by title and years of service, etc. 

Selected Stories 
“Job titles and descriptions are non-transparent and confusing.” 
 
“Everyone is an IPC. Managers, developers, system admins, help desk. This is because official 
titles do not reflect actual work. The “working title” is actually the better indicator of work done.” 
 
“The running joke is that (for) the distinguished level, you have to be dead!” 
 
“I make up a new title when using LinkedIn or networking in general.” 
 
“I have to look myself up in the directory to find my position title.” 

Recommendations for the Study 
● Create a simplified, unified title and compensation structure for campus IT. 
● Create IT titles that are recognizable outside the university and reflect work performed. 
● Create processes for adding new IT titles and for regularly reviewing and updating existing IT titles.  
● Provide distinct, comparable technical and management IT career paths. 
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Recommendations external to the Study 
● Ensure equitable and uniform application of titles and salaries across campus. 

Pay and Total Compensation 
Pay and total compensation were another top concern, judging both by table participation and number of 
comments collected. There were a total of 18 identified themes. 7% of comments about pay and total 
compensation were not easily categorized and grouped into a miscellaneous category.  
 
Input on pay, total compensation, and benefits spanned all gap areas. In general, staff greatly value the 
current benefits package, but are concerned about increasing costs. They value flexible work arrangements 
that support work/life balance, and working for the university and the greater good even though it can mean 
working for lower compensation. Still the message came through loud and clear that total compensation 
must be improved.  
 
Here are some of the major concerns related to pay and total compensation: 

● Total compensation has been eroded due to increased benefits’ costs and lack of raises. 
● Pay is not competitive with private sector. Industry pays more. This hurts both recruitment and 

retention. 
● Raises are almost nonexistent, and salaries are not keeping up with inflation. 
● There are challenges to giving and receiving pay raises, and the process should be more fair and 

transparent. 
● Job hopping or poaching staff is a significant tool for getting or giving raises. Knowledge is lost and 

continuity of operations is hurt. 
● Pay is not based on merit. 
● There are disparities in titles and compensation. 

Selected Stories 

“Increased cost of health care due to act 10 actually led to net decrease for many staff plus 
reduced benefits.” 
 
“Selling total compensation package is more difficult than before. I have done 7 recruitments last 
year and two folks had declined because the benefits package was not good enough.” 
 
“We can’t compete with private sector salaries and compete with other departments at UW or 
state institutions for IT jobs.” 
 
“2 employees took pay cuts to come to UW.” 
 
“I have official supervisory duties over student employees and unofficial leadership of our 
department but, due to salary range associated with specific titles, I make less than those I lead.” 
 
“My immediate co-worker and I basically do the same work, but we have different titles and 
compensations.” 
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Recommendation for the Study 
● Create a simplified, unified title and compensation structure for campus IT.  

Recommendations external to the Study 
● Ensure equitable and uniform application of titles and salaries across campus. 
● Explicitly identify compensation beyond pay and paid benefits (flexibilities, work/life balance, culture 

and work environment, professional development, etc.) 
● Develop boilerplate marketing language, videos, etc. about what makes UW-Madison a great place 

to work (including culture, work environment and flexibilities), and the critical role IT positions play in 
supporting the mission of the university. 

Career Advancement 
Career advancement or progression was the most frequently mentioned concern during the engagement 
sessions, whether the discussion was about total compensation, job titles and descriptions, recruitment, 
advancement, retention, or professional development. There were a total of 8 related comment themes. 
Miscellaneous barriers to career advancement accounted for 14% of comments. 
 
Career advancement generally means one or more of the following to staff:  

● growth and expansion of duties 
● higher salary 
● higher level job title (technical or management) 

 
Here are the major concerns related to career advancement: 

● Staff are generally confused about how to advance and they don’t feel they have control over the 
process. The tools for staff to advance in title and pay are perceived as complex, confusing, and 
inefficient. (For academic staff the tools are change of duties/titles and promotion within the same 
position. For University staff it is reclassification within the same position.)  

● The common perception is that IT staff need to change jobs or leave their organization to advance 
in their careers and get pay increases. Without an effective internal recruitment and promotion 
mechanism, staff must job-hop to get ahead. 

● Staff who take on leadership and supervisory roles have more advancement options than staff who 
advance their technical expertise and abilities. For staff who are interested in leadership and 
supervision, it is difficult to gain the experience needed to advance to those positions.  

● There is no advancement path spanning university and academic staff employee categories. 
● The four-year degree requirement for academic staff is an advancement barrier for otherwise 

qualified IT staff. 
● It is difficult to promote staff beyond a certain level and to facilitate changes to job duties. Academic 

staff advancement plateaus after 7 years of experience.  
● IT advancement at UW-Madison is not comparable to IT advancement at other employers and is a 

barrier to recruitment and retention. 

Selected Stories 
“I am unsure of a path to advancement in my career at UW-Madison. As the only IT person in my 
department, I don’t have anyone with greater responsibilities or management.” 

UW-Madison IT Titling and Compensation Gap Analysis Project Report, 1-25-2017  Page 10 



 
“I would like to stay at the university and move into management sometime down the road. I 
would like to have a progression to this and have training and mentoring to get there so I can be 
successful when the time arrives. Lack of a clear path to this goal is a challenge and lack of 
training opportunities is also an issue.” 
 
“I’ve worked with several individuals who have hopped from department to department in order to 
increase their salary.”  
 
“Thinking realistically, I know that the likeliest path to higher earnings is leaving my job and 
working elsewhere, where I’ll have the chance to renegotiate my starting salary. That feels sad, 
particularly since I like my job, my colleagues and my employer.”  

 
“I want to become (and be recognized and compensated) a leader in making/building useful 
things – not in managing other workers.” 
 
“Our field changes rapidly and without this kind of thought put into the career progressions of 
young employees, we will either lose them or put them in a position where they don’t know how 
they should develop and improve skills.” 

Recommendations for the Study 
● Provide distinct, comparable technical and management IT career paths. 
● Provide more levels of advancement within title series. 
● Provide more tools for increasing salary without changing positions. 
● Provide more internal recruitment and promotion options.  
● If dual employee categories are retained, provide career paths that span both categories. 

Recommendations external to the Study 
● Grant more flexibility for degree requirements. 
● Improve communication about advancement options and processes with IT personnel and their 

supervisors. 
● Improve opportunities and support for IT staff to gain the work experience needed to increase pay 

and/or advance careers. 
● Improve access (e.g., support, time, budget, planning) to professional development across all 

campus divisions.  

Professional development 
We did not offer any discussion tables devoted to professional development, yet comments concerning 
professional development surfaced across the other topic discussions. Professional development is largely 
dependent on departmental resource allocations and not uniformly available across campus divisions. 
Improving access to professional development (in all of its forms) is a concern for both IT staff and IT 
managers, and is critical for: 

● helping staff gain knowledge and experience needed to advance their careers 
● helping staff perform current duties more effectively 
● improving recruitment, retention, and total compensation 
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Selected Stories 
“What limited training has been available has technology focus, not career advancement.” 
 
“First half of 2016—No money for professional development.” 
 
“I’ve worked in a different university system that offered 6 credits a year as a benefit. Since 
money seems to be harder to compensate with, could the UW work to see this become a new 
benefit instead?”  
 
“We train people, but we often don’t give the trainee an opportunity to use the newly acquired 
knowledge; we would improve the value of learning investments by providing on-the-job learning 
opportunities.” 

Recommendations external to the Study 
● Improve access (e.g., support, time, budget, planning) to professional development across all 

campus divisions.  
● Expand opportunities for alternative forms of professional development including on-the-job training, 

cross-training, job-shadowing, mentoring, etc. 
● Expand tuition reimbursement for UW-Madison courses. 
● Expand use of individual development plans. 

Recruitment 
Confusing titles, unappealing position descriptions, non-competitive pay and a lengthy application process 
create barriers to recruitment. Internal recruitment options are not well communicated or understood. IT 
recruitment outside of DoIT is not well or consistently supported. There were a total of 12 related comment 
themes and subthemes. Miscellaneous comments accounted for 19% of comments. 
 

Selected Stories 
“Hard to find job on website even with knowledge of what title to apply for.” 
 
“Due to requirements, I had two failed searches until I reposted as a university staff project 
position. I was unable to find the required skills and experience with a 4 year degree.” 
 
“It would be great if we could send a video to applicants that promotes the “total compensation 
package” that the university offers its employees. We do direct people to the benefits website, 
and the benefits walk through tool. However, what I have in mind is something more promotional 
that could be generated by campus.” 
 
“Lose candidates along the way.” 
 
“Applied in October, interviewed in December, hired in February.” 
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“It took 12 months to hire a supervisory position in my department – mostly due to lack of 
appropriate candidates. It generally takes around 6 months to get positions filled in my unit.”  
 
“It would be wonderful if I could post a position before the current employee terminates. The 
system now means I generally have at least a 6 month gap between a person leaving and the 
position being filled.” 
 
“Hard to guess if there is an internal applicant for “highly crafted” job descriptions. Aka: waste of 
everyone’s time, potential applicants, screening committee, and hiring manager.” 
 
“I applied to two positions and found out those were for internal candidates, despite my 
qualifications.” 

Recommendations external to the Study 
● Simplify recruitment process. 
● Develop strategy and clear guidelines for using internal recruitment for supporting advancement. 
● Improve advertising language regarding salary and advancement options. 
● Develop boilerplate marketing language, videos, etc. about what makes UW-Madison a great place 

to work (including culture, work environment, and flexibilities), and the critical role IT positions play 
in supporting the mission of the university. 

● Grant more flexibility for degree requirements. 

Culture and Work Environment 
The culture and work environment make UW-Madison an attractive employer for IT staff. We did not offer 
any discussion tables devoted to culture and work environment, but the topic came up in many of the 
discussions. There were more compliments than concerns expressed about work/life balance, flexibilities 
and culture; however, these are not uniformly experienced across campus. Not all felt they could take 
advantage of flexibilities or experienced a good physical work environment.  
 
Aspects include: 

● flexibilities - schedule and remote work 
● collaborations 
● colleagues and collegial environment 
● relaxed environment 
● self-directed opportunities to explore alternatives, propose new ideas and projects 
● varied work 
● energy on campus 
● non-profit, public service sector 
● UW brand, higher ed mission 

Selected Stories 
“Work/life balance is good.” 
 
“The only tool I have been able to be successful with has been workplace flexibility for 
staff-freedom with work/life balance, schedule changes.”  
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“Telecommuting options really help with work/life balance. There are more options for IT positions 
to take advantage of telecommuting—working at home, meetings in coffee shops, etc.” 
 
“Went to private to get experience, but came back for work/life balance.” 
 
“I get more done at home from 6-9 than I do the rest of the day.” 
 
“It is depressing having to work in a basement with no windows, in a room with 16 people.” 

Recommendations external to the Study 
● Expand opportunities for better work/life balance, including flexibility with regard to when and where 

work is performed. 
● Understand and address barriers to increased flexibility. 
● Help IT staff see the connections between their work and the mission of the university. 
● Create work environments that IT professionals value through furnishings, lighting, mix of quiet and 

social spaces, etc. 
● Assess and address what’s working well, what can be improved for IT staff across campus. 

HR - Processes and Support 
IT work is constantly changing and our current personnel system can’t adequately adapt. DoIT has the only 
campus HR team focused on supporting IT staff. HR activities for IT staff outside of DoIT are inconsistently 
supported, and more uniform support is needed for tasks like writing appealing position descriptions, 
selecting appropriate titles and pay ranges, defining qualifications, determining posting periods, developing 
effective advertising strategies, etc. 

Selected Stories 
“IT services, support roles change as technology changes. HR requires duties [to] continue to be 
represented somewhere/somehow making for an extra challenging narrative.” 
 
“When I applied for the IS SUP TECH/Web designer position it was a shot in the dark. Not 
because my qualifications didn’t match the job. The issue was that the job description and title 
didn’t match the job. I’m guessing there were a lot of applicants that did not apply because the 
position description did not sound like what they do.” 
 
“Although I’m a Network Engineer, my job title is Systems Programmer which is not an accurate 
description of my position. This is an issue for me not only for compensations purposes, but even 
for other people to know what role I have at UW Madison.” 
 
“Hiring process of applying is problematic (candidates not knowing status, long times between 
advertising and hiring, salary determination not transparent.)” 
 
“Application to hire process varies greatly from department to department.” 
 
“Fewer job requirements in PD has helped increase the number of and the diversity of 
applicants.”  
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Recommendations for the Study 
● Create processes for reviewing and updating IT titles and job descriptions to keep pace with 

changing nature of IT work; better alignment of IT titles, pay scales, advancement options with rest 
of IT industry.  

Recommendations external to the Study 
● Develop a strategy for providing more up-to-date, consistent, robust IT HR support for divisions 

outside of DoIT, ensuring more uniform practices across all divisions (e.g., writing appealing IT 
position descriptions, selecting appropriate IT titles and pay ranges, defining IT qualifications, 
determining posting periods, developing effective advertising strategies, IT onboarding and 
performance reviews). 

Summary of Recommendations 
In order to move closer toward the desired future state, the project team recommends the following next 
steps: 
 

High Level Recommendations 
 

For the 
Study 

External 
to Study 

Monitor Study progress toward addressing gaps in IT titling and total compensation 
and related areas such as IT career advancement, recruitment, retention, culture, 
and work environment. 

 ✓ 

Prioritize and act upon gaps external to the Study in areas such as IT career 
advancement, recruitment, retention, culture, and work environment.  ✓ 

Develop resources for providing more consistent, robust IT HR support for divisions 
outside of DoIT. ✓ ✓ 

Finalize and adopt a single, shared definition of information technology for use by 
the Study and other committees requiring such a definition.  ✓ 

Gather further input from the IT community. (They are eager and open to additional 
opportunities to provide input.) ✓ ✓ 
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Detailed Recommendations 
 

Gap(s) 
Addressed 

For the 
Study 

External 
to Study 

Create a simplified, unified title and compensation structure for campus 
IT. 

Titles, Pay & 
Total 

Compensation  
 

✓  

Create IT titles that are recognizable outside the university and reflect 
work performed. 

Titles ✓  

Create processes for adding new IT titles and for regularly reviewing 
and updating existing IT titles. 

Titles ✓  

Provide distinct, comparable technical and management IT career 
paths. 

Titles, Career 
Advancement ✓  

Ensure equitable and uniform application of titles and salaries across 
campus. 

Titles, 
Pay & Total 

Compensation 
 ✓ 

Explicitly identify compensation beyond pay and paid benefits 
(flexibilities, work/life balance, culture and work environment, 
professional development, etc.) 

Pay & Total 
Compensation  ✓ 

Develop boilerplate marketing language, videos, etc. about what 
makes UW-Madison a great place to work (including culture, work 
environment and flexibilities), and the critical role IT positions play in 
supporting the mission of the university. 

Pay & Total 
Compensation, 

Recruitment 
 ✓ 

Provide more levels of advancement within title series. Career 
Advancement ✓  

Provide more tools for increasing salary without changing positions. Career 
Advancement ✓  

Provide more internal recruitment and promotion options.  Career 
Advancement ✓  

If dual employee categories are retained, provide career paths that 
span both categories. 

Career 
Advancement ✓  

Grant more flexibility for degree requirements. Career 
Advancement, 
Recruitment 

 ✓ 

Improve communication about advancement options and processes 
with IT personnel and their supervisors. 

Career 
Advancement  ✓ 

Improve opportunities and support for IT staff to gain the work 
experience needed to increase pay and/or advance careers.  

Career 
Advancement  ✓ 
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Detailed Recommendations (Continued) 
 

Gap(s) 
Addressed 

For the 
Study 

External 
to Study 

Improve access (e.g., support, time, budget, planning) to professional 
development across all campus divisions. 

Career 
Advancement, 
Professional 
Development 

 ✓ 

Expand opportunities for alternative forms of professional development 
including on-the-job training, cross-training, job-shadowing, mentoring, 
etc. 

Professional 
Development  ✓ 

Expand tuition reimbursement for UW-Madison courses. Professional 
Development  ✓ 

Expand use of individual development plans. Professional 
Development  ✓ 

Simplify recruitment process. Recruitment  ✓ 

Develop strategy and clear guidelines for using internal recruitment for 
supporting advancement. 

Recruitment  ✓ 

Improve advertising language for salary and advancement options. Recruitment  ✓ 

Expand opportunities for better work/life balance, including flexibility 
with regard to when and where work is performed. 

Culture & Work 
Environment  ✓ 

Understand and address barriers to increased flexibility. Culture & Work 
Environment  ✓ 

Help IT staff see the connections between their work and the mission 
of the university. 

Culture & Work 
Environment  ✓ 

Create work environments that IT professionals value through 
furnishings, lighting, mix of quiet and social spaces, etc. 

Culture & Work 
Environment  ✓ 

Assess and address what’s working well, what can be improved for IT 
staff across campus. 

Culture & Work 
Environment  ✓ 

Create processes for reviewing and updating IT titles and job 
descriptions to keep pace with changing nature of IT work; better 
alignment of IT titles, pay scales, advancement options with rest of IT 
industry. 

HR Processes 
& Support ✓  

Develop a strategy for providing more up-to-date, consistent, robust IT 
HR support for divisions outside of DoIT, ensuring more uniform 
practices across all divisions (e.g., writing appealing IT position 
descriptions, selecting appropriate IT titles and pay ranges, defining IT 
qualifications, determining posting periods, developing effective 
advertising strategies, IT onboarding and performance reviews). 

HR Processes 
& Support  ✓ 
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Closing Comments 
In addition to the input from World Café participants detailed above, the project co-leads offer a few final 
observations and recommendations for consideration by the project sponsor and stakeholders.  
 
Current titling practices make it difficult to gather accurate data on IT staffing and expenditures. This makes 
it difficult to make strategic and informed decisions about priorities for our IT enterprise and respond to 
surveys completed by peers. We must continue to emphasize the high strategic value in improving titling for 
IT staff. 
 
During the World Café sessions we conveyed the message that the Study will not come with any new 
money for pay increases. That being said, we heard from participants that budget is only one of the barriers 
to receiving pay increases. We encourage further exploration of these barriers and solutions. 
 
When drafting this report we struggled with how to portray the perceptions that the only way to get ahead is 
to job-hop, and that some campus units “poach” staff away from other campus units. The word “poach” is 
loaded and implies intentions that may or may not actually be present. However, we also recognize that the 
repeated loss (or threatened loss) of valuable personnel from one campus unit to another can be disruptive 
and costly in terms of time and effort spent hiring and onboarding replacement staff, and the impact on the 
workload and morale of remaining staff. Because the costs are largely borne by individual campus units, the 
aggregate cost to campus is less apparent. Evening out the playing field and providing more options for 
advancing in place may be less costly alternatives to job-hopping and perceived poaching, but further 
research is needed to clarify. 
 
Central support is needed to promote better, more uniform access to professional development for 
distributed IT staff. We strongly recommend continuation of UW-Madison CIO support for IT professional 
and leadership development opportunities, including UW-IT Connects programming and the MOR Leaders 
Program. 
 
Some staff reached out privately to project co-leads with concerns about equity and diversity which they 
were reluctant to share in a public forum. We were unable to provide a separate forum for those concerns, 
and strongly encourage further action. 
 
There is rich data available for further analysis by other groups. World Café response sheets and data will 
be retained by the project co-leads for at least two years. Contact project co-leads for more information. 
 
Finally, we can’t speak highly enough about the caliber of individuals in the IT community and their 
dedication to the students, faculty, staff, and mission of the University. Their collegiality in the sessions, and 
their passion for their work and units impressed us and inspired us when writing this report.  
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Appendix A: Project Charter 

IT Titling and Compensation Gap Analysis 
Update June 10, 2016 - Version 1.0 

  

Sponsor Bruce Maas, CIO and Vice Provost for Information Technology 

Project Manager Project co-chairs: Lisa Jansen and Brenda Spychalla 

Stakeholder(s) UW-Madison IT staff; UW-Madison personnel who hire and supervise 
IT staff; UW-Madison IT Leaders/Directors; Office of Human Resources 
and UW-Madison HR personnel. 

Project Summary 

The IT Titling and Compensation Gap Analysis Project will identify issues related to IT titling and 
compensation in order to:  

● Inform the Title and Total Compensation Study regarding needs/gaps specifically 
impacting IT staffing and retention. 

○ In order to assess common needs/gaps, the current state and desired future 
state will be documented. The current state will describe the existing related 
environment (pain points/successes) relating to IT staffing and retention. The 
desired future state will describe the optimal environment relating to IT staffing 
and retention or a vision for the future of IT on campus. This excludes making 
specific recommendations regarding how  the future state should be 
accomplished and will focus on describing the overall environment.  

● Encourage creation of supporting processes that can be developed, with any processes 
not dependent on the study being addressed separately. 

 
This project is being done in support of the Title and Total Compensation Study, and will strive to 
avoid duplicating or replacing any official analysis work done by the study. The project will be of 
relatively short duration and the recommendations will be fairly high-level. 
 
Out of Scope:  

● designing of any individual components of the new compensation and titling system 
● providing specific solutions for the issues/gaps identified 
● continuing the project work past the identified end date 

Project Purpose/Justification (aka Business Case) 

In 2011 the State of Wisconsin passed Act 32 which granted UW-Madison the ability to create its 
own titling and compensation system separate from the rest of UW-System and State of 
Wisconsin. UW-Madison and UW-System will soon conduct a title and total compensation 
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analysis as described in A Strategic Plan for a New UW-Madison Human Resources System 
(2012) .  
 
IT positions exist in Classified/University Staff and Academic Staff, making it difficult for any 
single shared governance body to look at IT as a holistic community. The effort to design a new 
titling and compensation system presents a rare opportunity for the IT community to identify and 
advocate for titling and compensation needs unique to the IT community. Here are some 
suggested examples of needs/gaps. This is not intended to be an all-inclusive list: 
 

● IT work is constantly changing but our titles are frozen in time. For example, the 
Information Processing Consultant title is currently held by desktop support professionals, 
computer lab managers, evaluation specialists, web designers, instructional technology 
consultants, and more. There can be great variety in the complexity and breadth of 
responsibilities which may be different from one position to the next, and the new system 
must be able to take those variations into account. 

● It is not possible for our current personnel system to adequately identify staff who are 
performing IT work, generate data needed to calculate campus IT expenditure, respond 
to data inquiries, or perform data analyses. Being able to generate this information is 
essential for supporting repeatable processes that inform campus IT strategic planning 
and decision making. For example, Vice Chancellor Lehman has commissioned a study 
to capture total IT expenditures on campus and it is not possible to reliably respond to this 
request. 

● Formulas used to calculate starting salaries are inconsistent across campus and can lead 
to pay inequities. For example, two candidates were hired for identical IT positions in the 
same department, but the more experienced candidate ended up with a lower starting 
salary.  

● The degree requirement for most academic staff positions may prevent otherwise 
qualified individuals from applying for some IT jobs, and the new flexibilities are being 
granted in only a tiny number of cases. For example, a campus IT manager recently had 
a vacant Information Processing Consultant position open and was not allowed to change 
the degree requirement. One of the manager’s long term classified hourly employees was 
performing work at least as well as other IPCs in the unit, but was unable to apply for the 
position because he held only a two year degree. The manager fears he will have trouble 
retaining this valuable employee because there are no other opportunities for his 
advancement. 

● There is currently no career path or progression that spans from FLSA non-exempt to 
exempt status positions (outside of exceptions made for a few previously classified titles). 

Deliverables 

● Recommend definition of the term “IT” as it relates to the Title and Total Compensation 
Study.  

● Collaborate with campus stakeholders to describe the current state of IT titling and 
compensation at UW-Madison. 

● Collaborate with campus stakeholders to describe the desired future state of IT titling and 
compensation at UW-Madison. 

● Document needs/gaps or pain points relating to compensation and titling of IT staff.  
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● Prepare a written report summarizing the findings. 
● Keep stakeholders apprised of progress. 

Milestones  

● Broad definition of IT and its communities. 
● Gaps documented between current state and desired future state. 
● First Draft shared with sponsor. 
● Final Draft shared with stakeholders by August 1, 2016.  

Assumptions (We can be successful under the following conditions.) 

● The project will coordinate its efforts with the greater IT community, the Title and Total 
Compensation Study, and HR representatives. 

● The project will communicate with and update Title and Total Compensation Study 
Advisory Council representatives from UW-Madison. 

● This is an opportunity to educate the campus community and define existing processes. 

Communication Plan (What needs to be communicated? When is 
communication needed? To whom? How?) 

Communication plan and stakeholder analysis to be developed by the project team. 
 

Project Team Roles and Responsibilities 

Core Team  
The core team plans and facilitates the work of the project. They represent broad perspectives of 
IT staff and management, academic and university staff, and centralized and distributed IT 
interests. 
 

● Kevin Cherek, Manager, Operation and Support Services, AIMS 
● Dana Denny, Compensation and Title Analyst, OHR 
● Lisa Jansen, Associate Director, L&S Learning Support Services 
● Jenny Kvistad, Human Resources Director, DoIT 
● Brenda Spychalla, Co-CIO, School of Education/Co-Director, MERIT 
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Appendix B: Project Timeline and Process 
The project’s work, including pre-project activities, occurred over the following timeline. 

October 2015 
At the October 20, 2015 meeting of the Madison Technology Advisory Group (MTAG), Lisa Jansen, Mark 
Walters, and Bruno Browning presented information on IT positions, HR Design, and the then-upcoming 
University of Wisconsin Title and Total Compensation Study. Minutes are online at 
https://it.wisc.edu/it_community/madison-technical-advisory-group-mtag/. 

January 2016 
As an outgrowth from the discussion at MTAG, a small group comprised of Lisa Jansen, Brenda Spychalla, 
Meloney Linder and Joe Goss began chartering the project and reviewing next steps. Lisa and Brenda 
agreed to co-lead the effort. 

January-June 2016 
Project co-leads consulted with CIO, OHR, MTAG chair, IT Spend project, other advisors and stakeholders; 
core team members joined project. Sponsorship by Bruce Maas, CIO, was sought and received. Project 
charter was shared with Mark Walters, Office of Human Resources, and scope issues were clarified. George 
Watson, Office of Quality Improvement, was consulted on stakeholder analysis and related project work 
underway. Connections between the IT Spend project and this project were discussed with Nick Tincher. 
Co-leads recruited core team members balancing broad perspectives of IT staff and management, academic 
and university staff, centralized and distributed IT interests, and HR with high availability for weekly planning 
and input sessions. Core team members included: 

● Kevin Cherek, Manager, Operation and Support Services, AIMS 
● Dana Denny, Compensation and Title Analyst, OHR 
● Lisa Jansen, Associate Director, L&S Learning Support Services 
● Jenny Kvistad, Human Resources Director, DoIT 
● Brenda Spychalla, Co-CIO, School of Education/Co-Director, MERIT 

June 2016 
Project charter was approved by sponsor. Core team consulted with Josh Morrill, DoIT, to review best 
options for gathering community input including surveys, interviews, and input sessions. The core team 
chose to hold input sessions using the World Café format, and engaged Carol Gosenheimer, DoIT, to design 
and facilitate sessions with team input. The core team met with Lindsay Lemmer, DoIT, to design and 
implement communications plan for sessions. 

July 2016 
Four World Café-style engagements were held at three different campus sites as follows: 

● July 20, 1:30 - 3:30 PM, Signe Skott Cooper Hall (33 participants) 
● July 21, 1:30 - 3:30 PM, Union South (73 participants) 
● July 25, 9 - 11 AM, Union South (66 participants) 
● July 28, 10 AM - noon, WisCEL at College Library (42 participants) 
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214 participants attended across the four sessions, with 71% identifying as members of an IT unit, and an 
almost even split between Academic and University Staff participants. (See Appendix D: Input Session 
Overview, for a breakdown on demographics.) 
 
Each participant engaged in table discussions for two self-selected topics per session with 2 - 3 questions 
per topic that asked for greatest concerns and also what works well. Topics were: 

1. IT Total Compensation 
2. IT Job Titles and Descriptions 
3. Preparing to Fill IT Positions 
4. Applying for IT Positions and Recruiting for IT Positions 
5. IT Employee Retention 
6. IT Career Advancement 
7. IT General Wish List 

 
Discussions at the tables were energetic, thoughtful, and respectful. Participants had time before table 
discussions to capture their responses to questions on paper forms at the tables. After time for personal 
reflection, facilitators at tables gave everyone a chance to verbally share their responses, summarized the 
discussion for the table, and reported findings to the full room. Facilitators stayed at the same table and topic 
throughout the session, and had the option to complete and share responses on a second topic after the 
session with the project team. (See Appendices D-F for session details.) 

August 2016 
Carol Gosenheimer and her students transcribed the data from the paper forms filled out at the sessions and 
manually sorted it to identify trends. Responses across all topics and questions were recorded in 
spreadsheets, one for each question, with tabs used to organize responses by theme. In total, there were 
2,639 responses recorded. The number of responses in themes enabled responses to be quantified and 
major trends identified in a summary spreadsheet. More in-depth answers, or stories, from the forms were 
recorded in documents, organized as one document per session, with responses laid out under the 
corresponding topic. Carol debriefed with the co-leads at the end of August on data organization and initial 
analysis. 
 
Lisa and Brenda worked with DoIT Communications group to publish a project website at: 
https://it.wisc.edu/news/projects/titling-compensation-gap-analysis/ 

September 2016 
A CIO-sponsored project update and networking event was held on September 22 at WID. Invitees included 
all World Café registrants, Tech Partners, ComETS and UW-WIT community members. 
 
Bruce Maas shared his appreciation for World Café attendees, and the greater IT community. He signified 
the strategic importance of clearly defining IT titles, compensation, and advancement paths to maintain a 
strong IT workforce in support of the UW-Madison mission and a competitive edge in higher education.  
 
Lisa Jansen and Brenda Spychalla provided a status update on the RFP for the Study, demographics on 
session attendees, review of topics discussed, top themes emerging, and upcoming deliverables. Time was 
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allocated for question and answer. (See Appendices G and H for the handout and themes that were shared 
during the event.) 

November 2016 - January 2017 
The co-leads analyzed the data. They developed and shared a draft report with core team for input and 
revision prior to submitting to project sponsor, Bruce Maas. 

January 2017 
The project report was submitted to project sponsor, Bruce Maas. 
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Appendix C: Definition of Information Technology 
(Version 1.0, revised January 20, 2017) 

Purpose 
The purpose of this definition is to ensure a consistent approach in determining what is or is not considered 
information technology (IT) at UW-Madison. A clear definition ensures the scope of IT personnel, services, 
and expenditures are measurable in a consistent manner, and can more accurately inform strategic planning 
and decision-making for IT, both at the division level and campus-wide. 

Definition 
UW-Madison IT is defined as computing hardware and software that serve to store, retrieve, transmit, edit, 
and create data; and the personnel involved, in either line-of-work or leadership capacities, in the 
development, delivery, support, and maintenance of computing hardware, software, and related services. 
 
To further define IT, the following information is provided. 

Information Technology includes: 
● all on-premises or off-premises (“cloud”) hardware and software with a human interface. 
● all services provided by vendors and contractors which support on-premises or off-premises 

hardware and software. 
● all computer peripherals which will not operate unless connected to a computer or network. 
● all licensing and maintenance of software. 
● all personnel for whom developing, delivering, supporting, and maintaining computing hardware, 

software, and related services represents a significant portion of their assigned duties, or whose 
immediate duties include leading or managing such work. 

● computing hardware, software, personnel, and services directly supporting: 
○ administrative and business functions of the university 
○ teaching, learning, research, and outreach missions of the university 
○ communication and collaboration 
○ security, data integrity, and compliance for university activities 

● professional and consultative services such as training on IT systems, help desk, business 
continuity/disaster recovery, enterprise architecture, and IT service management and operations.  

● project and portfolio management and business analysis services when substantially involved in the 
development, delivery, support, and maintenance of computing hardware, software, and related 
services. 

● user productivity services that enable community members to perform their day-to-day work: 
network access, user file storage, computer labs, desktop virtualization, endpoint backup solutions, 
support, printing, and software distribution. 

Information Technology excludes: 
● use of computing hardware, software, and related services without significant responsibility for 

developing, delivering, supporting, or maintaining them. Examples: 
○ data entry 
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○ graphic design 
○ printing and duplication services 
○ production of multimedia content 
○ creation of web content 
○ using advanced features of spreadsheets or word processing software 
○ use of advanced or administrative functions of an application to transfer or provision access 

to data 
● analog telephony. 
● closed/stand-alone computer systems that monitor or automate mechanical or chemical processes, 

such as fire alarm systems. 
● hardware and software without a human interface. 
● copiers and fax machines that are standalone equipment and not connected to the network. 
● point-of-purchase systems and support. 
● licenses or subscriptions to electronic information provided to users in lieu of books or magazines. 
● reselling of hardware and software to university faculty, staff, students, departments, and units. 

 

Sources 
Definition of IT | North Dakota State Government. (n.d.). Retrieved October 18, 2016 
https://www.nd.gov/itd/about-us/definition-information-technology 
 
Definition of IT | North Dakota University System. (n.d.). Retrieved October 18, 2016 
https://cts.ndus.edu/policies/definition-of-information-technology-it/ 
 
Job Family Definition Guide | University of Minnesota. February 2, 2015. Retrieved October 18, 2016. 
https://humanresources.umn.edu/sites/humanresources.umn.edu/files/sup072-05_job_family_definition_guid
e.pdf     

 
The Higher Education IT Service Catalog: A Working Model for Comparison and Collaboration. | ECAR 
Working Group Paper. April 10, 2015. Retrieved October 25, 2016. 
https://library.educause.edu/resources/2015/4/the-higher-education-it-service-catalog-a-working-model-for-c
omparison-and-collaboration 
 
ITIL Foundations: What Is a Service? | Yale Information Technology Service. (n.d.). Retrieved December 13, 
2016, from http://its.yale.edu/news/itil-foundations-what-service 
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Appendix D: Input Session Overview 

Schedule 
The project team held four World Café-style input sessions in July, 2016.  

● July 20, 1:30 - 3:30 PM, Signe Skott Cooper Hall (33 participants) 
● July 21, 1:30 - 3:30 PM, Union South (73 participants) 
● July 25, 9 - 11 AM, Union South (66 participants) 
● July 28, 10 AM - noon, WisCEL at College Library (42 participants) 

Communications 
The sessions were advertised to the following groups: MTAG, ITC, Tech Partners, UW-WIT, ComETS, 
OHR, HR Reps, DoIT Staff, DoIT Managers, School of Education IT and HR staff, College of Letters & 
Science IT and HR staff, School of Nursing IT and HR staff, School of Medicine and Public Health IT and HR 
staff, West End IT Directors. 

Attendance Demographics 
By position: 

 Count % 

IT Staff 146 69 

IT Manager/Leader 
 

48 23 

HR/HR Rep 12 6 

Other 7 3 

Total 213  

 
By employee category: 

 Count % 

University Staff 104 49 

Academic Staff 101 47 

Limited Appointment 5 2 

Other 3 1 

Total 213  
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By school, college, division type: 

 Count % 

IT 129 61 

Academic/Research 54 25 

Administrative 12 6 

Human Resources 4 2 

Library 3 1 

Student Services 3 1 

Outreach 1 .5 

Other 7 3 

Total 213  

 
By immediate work unit type: 

 Count % 

IT 151 71 

Academic/Research 26 12 

Administrative 16 8 

HR 11 5 

Library 3 1.5 

Student Services 3 1.5 

Outreach 2 1 

Other 13 6 

Total 212  

Agenda 

Intro (10 mins) 
 
Instructions (10 mins) 
 
Table Discussions #1 (30 mins) 
 
Switch tables (5 mins) 
 
Table Discussions #2 (30 mins) 
 
Table Report-outs (30 mins) 
 
Wrap-up (5 mins) 
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Discussions 
Discussions were organized into seven topics. (See Appendix E for a complete list of topics and questions.) 
 
Participants were invited to select a topic and sit at that table. If a table was full, participants were asked to 
pick another topic/table. After the first round of discussions, participants selected another topic/table. 
Participants wrote comments on forms which were discussed, then collected at the end of the input 
sessions.  
 
Note: Because we limited the number of participants at each topic table, the number of written responses 
received for each topic should be viewed as a relative, rather than absolute, measure of interest in a 
particular topic.  

 

Topic Number of participants 
who turned in written 
responses 

1: IT Total Compensation 41 

6: IT Career Advancement 38 

2: IT Job Titles and Descriptions 32 

5: IT Employee Retention 30 

4: Applying and Recruiting for IT Positions 26 

3: Preparing to Fill IT Positions 10 

7: IT General Wish List 11 

Total 188 of 214 participants 
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Topics and Questions 
Number of 
Responses 

Percent of 
Responses 

1: IT Total Compensation - Concerns 421 15.95% 
2: IT Titles and Descriptions - Concerns 358 13.57% 
6: IT Career advancement - How would you like to advance? 
What barriers? 299 11.33% 
1: Total Compensation - Working well 265 10.04% 
5: Employee retention - How to better retain 219 8.30% 
4: Applying/Recruiting for IT positions - What makes UW an 
attractive employer 149 5.65% 
4: Applying/Recruiting for IT positions - Concerns 131 4.96% 
3: Filling IT Positions - Concerns 122 4.62% 
4: Applying/Recruiting for IT positions - Challenge attracting 
right talent 121 4.59% 
5: Employee retention - What works well now 115 4.36% 
5: Employee retention - Challenges 110 4.17% 
2: IT Titles and Descriptions - working well 103 3.90% 
7: Wish list - One thing you would change 82 3.11% 
6: IT Career advancement -Manager challenges 
in advancing staff 60 2.27% 
3: Filling IT Positions - Working well 49 1.86% 
7: Wish list - What should we not change 35 1.33% 

Total Responses 2639  
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Appendix E: Input Session Topics and Questions 
There was one question sheet for each topic. At the top of each sheet were spaces to fill in the following 
information: 

● Name (optional)  
● Role (IT Staff, IT Manager Leader with direct supervisory duties, HR/HR Rep, Other/admin) 
● Appointment Type (University Staff, Academic Staff, Limited Appointment, Other) 

Topic 1:  IT Total Compensation 
NOTE: Total compensation includes all forms of money, benefits, services, work/life benefits, and 
other “perks” we are eligible for as employees of the university. Examples include pay and 
benefits, telecommuting privileges, paid time off, carryover/sabbatical programs, professional 
development, discounts (hardware and software, athletic facility discounts, etc.), library access, 
Wisconsin Union privileges, etc.  
A. What are your greatest concerns regarding total compensation for IT staff and managers at 
UW-Madison?  
B. What works well or is attractive around total compensation at UW-Madison? 

Topic 2:  IT Job Titles and Descriptions 
A. What is your greatest concern around the current job titles and descriptions for IT staff and 
managers at UW-Madison?  
B. What works well or is attractive about the current titles and descriptions? 

Topic 3:  Preparing to Fill IT Positions 
A. When preparing to fill an IT position, what parts of the process are the most frustrating and/or 
challenging and why? Consider the following when answering: writing a position description, 
selecting appropriate title and pay range, defining required and desired qualifications, determining 
required posting period, determining appropriate advertising, etc. 
B. What works well now? 

Topic 4:  Applying for IT Positions and Recruiting for IT Positions 
A. If you are an IT staff member or an IT manager: What challenges did/do you face as an 
applicant to IT positions at UW-Madison? 
B. If you are an IT manager or HR rep, or other administrator: What challenges do you face in 
attracting the right talent for IT positions at UW-Madison? 
C. All: What makes UW-Madison an attractive employer for IT staff? 

Topic 5:  IT Employee Retention 
A. If you are an IT manager, HR rep, or other administrator: What challenges do you have 
retaining staff in IT positions at UW-Madison? 
B. If you are an IT staff member: What would be the most effective ways to better retain IT 
employees at UW-Madison? 
C. All: What is working well now to help retain IT employees? 

 

UW-Madison IT Titling and Compensation Gap Analysis Project Report, 1-25-2017  Page 33 



Topic 6:  IT Career Advancement 
A. If you are an IT staff member: How would you like to advance your IT career at UW-Madison, 
and what challenges and barriers do you face in advancing? 
B. If you are an IT manager, HR rep, or other administrator: What challenges do you have 
advancing your IT staff? 

Topic 7:  IT General Wish List 
A. If there was one thing you could change about recruitment, titling, compensation, retention, 
and/or advancement of IT staff and managers at UW-Madison, what would it be, and why? 
B. What should we definitely not change about recruitment, titling, compensation, retention, and/or 
advancement of IT staff and managers at UW-Madison? 
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Appendix F: Input Session Comment Themes and Quantities 
NOTE: The following summary of comment themes and quantities was developed by Carol Gosenheimer. 
Transcribed comments were transferred to individual Excel workbooks for each question, and organized by 
theme prior to aggregating into this sheet. The “#” heading reflects the quantity of comments per theme. 
Some themes are further subdivided by subthemes. The project co-leads will keep original comment forms 
and data sorts done on file. Please contact Lisa Jansen (eajansen@wisc.edu) or Brenda Spychalla 
(brenda.spychalla@wisc.edu) for more information about the data. 
 

Topic Question Themes Subthemes # 

1 Total Compensation 1 Concerns Cost of benefits  94 

  Pay isn't competitive  45 

  No pay increases  42 

  Inequities  33 

  Misc  28 

  Career progression  27 

  Overtime  23 

  Low compensation  20 

  Lack of flexibility  18 

  Work environment  18 

  Professional development  16 

  No merit increases  14 

  No funding for increases  11 

  Managers and leadership  9 

  Incentive  8 

  Don't know value of total comp  7 

  Inaccurate titles  6 

  Work/life balance  2 

   SUBTOTAL 421 

 
Topic Question Themes Subthemes # 

1 Total Compensation 2 Working well Benefits  137 

  Flexibility  53 

  Misc  20 

  Work/life balance  19 

  Work environment  12 

  Professional development  10 

  Entry-level positions  4 

  Nothing  4 

  Pay flexibility  4 

  Onboarding  2 

   SUBTOTAL 265 
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Topic Question Themes Subthemes # 

2 Titles 1 Concerns Titles don't make sense  58 

  Career progression  44 

  Misc  40 

  Too broad or narrow  32 

   Too broad 17 

   General 7 

   Specialties 6 

   Too narrow 2 

  Confusing for recruitment  29 

  Inconsistency  28 

  Titles do not reflect work  26 

  Process  22 

  Ties to pay  17 

  Equity  16 

  Outdated  15 

  HR, leadership, decision making  12 

  PDs and requirements  10 

  Lack of manager titles  9 

   SUBTOTAL 358 

 
Topic Question Themes Subthemes # 

2 Titles working well Misc  36 

  Flexibility  31 

  Career progression  16 

  Provide guidance  14 

  Nothing  6 

   SUBTOTAL 103 

  

UW-Madison IT Titling and Compensation Gap Analysis Project Report, 1-25-2017  Page 36 



 
Topic Question Themes Subthemes # 

3 Filling IT Positions 1 Concerns Title, requirements, PD  34 

   Position descriptions 20 

   Requirements 8 

   Titles 3 

   
Four-year degree 

requirement 3 

  Process  24 

   Takes too long 13 

   Other 5 

   Interview process 3 

   Posting period 3 

  Misc  23 

  Posting and recruitment  14 

  HR support  14 

  Pay range and salary  9 

  Can't promise much to finalists  4 

   SUBTOTAL 122 

 
Topic Question Themes Subthemes # 

3 Filling IT Positions 2 Working well Process  26 

  Misc  9 

  Support from HR  6 

  Attracting qualified candidates  5 

  Flexibility  3 

   SUBTOTAL 49 

 
Topic Question Themes Subthemes # 

4 Applying for IT positions 1 Concerns Confusing and unappealing info  29 

   
Titles, requirements, 

PD, process 17 

   Salary 9 

   Other 3 

  Process  27 

  Misc  25 

  Advertising and recruitment  13 

  Internal hiring and promotions  12 

  Salary  10 

  Career progression  9 

  Four-year degree requirement  3 

  Diversity  3 

   SUBTOTAL 131 
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Topic Question Themes Subthemes # 

4 Applying for IT positions 2 Challenge attracting 

right talent Salary and competition  31 

   Competition 19 

   
Salaries listed are 

confusing 6 

   Other 6 

  Titles, PDs confusing  20 

   Other 9 

   Titles 7 

   PDs 4 

  Process  14 

   
Process takes too 

long 7 

   Other 7 

  Advertising and recruitment  11 

  Applicant perceptions  10 

  Small applicant pool  8 

  Diversity  8 

  Career advancement  6 

  Misc  4 

  Rules and regulations  4 

  HR support  3 

  Lack of flexibility  2 

   SUBTOTAL 121 

 
Topic Question Themes Subthemes # 

4 Applying for IT positions 

3 What makes UW an 

attractive employer Culture and work environment  48 

  

Associated with UW, higher 

education, public service  24 

  Work/life balance  23 

  Benefits and total compensation  22 

  The work  12 

  Misc  11 

  

Professional development, learning 

org  9 

   SUBTOTAL 149 
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Topic Question Themes Subthemes # 

5 Employee retention 1 Challenges Misc  38 

  Compensation  32 

  Advancement  24 

  Culture and work environment  8 

  Budget  5 

  Reduction in benefits  3 

   SUBTOTAL 110 

 
Topic Question Themes Subthemes # 

5 Employee retention 2 How to better retain Work environment and flexibility  66 

   Climate and culture 27 

   
Flexibility and 

work/life balance 24 

   

Management, 

leadership, 

decision-making, 

strategy 9 

   Work space 3 

   Other 3 

  Salary and raises  42 

  Misc  35 

  Career progression  30 

  Benefits  25 

  Professional development  21 

   SUBTOTAL 219 

 
Topic Question Themes Subthemes # 

5 Employee retention 

3 What works well 

now Flexible work environment  41 

  Benefits  18 

  Work/life balance  17 

  Professional development  13 

  Work culture  8 

  Misc  6 

  Campus climate  5 

  Nothing  3 

  Compensation  2 

  Advancement  2 

   SUBTOTAL 115 
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Topic Question Themes Subthemes # 

6 Career advancement 

1 How would you like 

to advance? What 

barriers? Unclear path to advance  80 

  How would like to advance  47 

  Misc barriers  43 

  Professional development  41 

   No header 36 

   
Professional 

development plans 5 

  Other comments  40 

  No place to advance to  36 

  Communication of opportunities  9 

  Budget  3 

   SUBTOTAL 299 

 
Topic Question Themes Subthemes # 

6 Career advancement 

2 Manager challenges 

in advancing staff Unclear path to advance  17 

  Misc  15 

  Other challenges  11 

  Professional development  6 

  No place to advance to  5 

  Compensation and funds  3 

  Communication of opportunities  3 

   SUBTOTAL 60 

 
Topic Question Themes Subthemes # 

7 Wish list 

1 One thing you would 

change Misc  26 

  Improve compensation  17 

  Improve advancement  16 

  Titles, PDs, requirements  15 

  Professional development  5 

  Benefits  3 

   SUBTOTAL 82 
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Topic Question Themes Subthemes # 

7 Wish list 

2 What should we not 

change    

  Misc  14 

  New hiring practices  7 

  Benefits package  6 

  Compensation  4 

  Flexibility  4 

   SUBTOTAL 35 

   TOTAL 2639 
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Appendix G: IT Compensation and Title Gap Analysis World Café 
Trends 
NOTE: The following summary of trends was developed for and discussed at the Update and 
Networking Event held on September 22, 2016 at Wisconsin Institute for Discovery (WID). 

Topic 1:  IT Total Compensation 
Total compensation includes all forms of money, benefits, services, work/like benefits, and other “perks” we 
are eligible for as employees of the university. Examples include pay and benefits, telecommuting, paid time 
off, professional development, discounted hardware and software, athletic facility discounts, 
carryover/sabbatical programs, library access, Wisconsin Union privileges, etc. 

1. What are your greatest concerns around total compensation for IT staff and managers at 
UW-Madison?  

a. “Cost of Benefits” – erosion of benefits through higher costs 
b. Pay is not competitive – can’t compete with private sector, job hopping 
c. No pay increases – Raises are almost nonexistent, unless a person changes jobs, not 

keeping up with inflation 
2. What works well or is attractive around total compensation at UW-Madison?? 

a. Benefits – retirement, vacation, discounted bus pass 
b. Flexibility – telecommuting, work schedule 

Topic 2:  IT Job Titles and Descriptions 
1. What is your greatest concern around the current job titles and descriptions for IT staff and 

managers at UW-Madison?  
a. Titles don’t make sense – HR vs. Working, convoluted, titles don’t reflect industry 
b. Career progression – Too few steps, complex rules, doesn’t reflect a clear progression for a 

technical career path 
c. Confusing for recruitment – Job titles do not reflect common IT titles in industry, too vague, 

don’t match job 
2. What works well or is attractive about the current titles and descriptions? 

a. Flexibility – Current titles provide great latitude, flexibility of working titles, allows for 
flexibility when attracting candidates 

b. Career progression – Progression series creates a sense of recognition for the employee, 
PD changes can be a legitimate method of obtaining a raise 

Topic 3:  Preparing to Fill IT Positions (for IT managers, administrators & HR reps 
only) 

1. When preparing to fill an IT position, what parts of the process are the most frustrating and/or 
challenging and why? Consider the following when answering: writing a position description, 
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selecting appropriate title and pay range, defining required and desired qualifications, determining 
required posting period, determining appropriate advertising, etc. 

a. Posting and recruitment – Barriers to promoting from within, Tough to advertise when titles 
don’t fit industry standards 

b. HR support – No IT specific HR support outside DoIT, No guidance for interview process, 
hard for HR to advise how to write PD 

c. Process takes too long – lengthy and burdensome, wonderful if could post before current 
employee terminates 

2. What works well now? 
a. Process overall – having peers review PD, sharing applicant pools, access to historical 

information and PDs 
b. HR support – HR office is well organized and efficient (DoIT), our HR works fast, so as not 

to delay offers 

Topic 4:  Applying for IT Positions and Recruiting for IT Positions 
1. If you are an IT staff member or an IT manager: What challenges did/do you face as an 

applicant to IT positions at UW-Madison? 
a. Confusing and unappealing info – Confusing title, not clear on how title related to job duties, 

posting minimum range is terrible 
b. Process - Complexity of recruitment process, time between applying and accepting 

position, very long follow up time - a month to hear back 
2. If you are an IT manager, administrator, or HR rep: What challenges do you face in attracting 

the right talent for IT positions at UW-Madison 
a. Salary and competition - Salaries listed are confusing, disparity in pay across campus for 

same title, can’t compete with industry 
b. Advertising and recruitment - Resources for recruitment, where to post jobs, no 

active/targeted recruitment activities 
3. All: What makes UW-Madison an attractive employer for IT staff? 

a. Culture and work environment - Collaboration, colleagues, relaxed environment, flexibility, 
self-directed opportunities to explore alternatives, energy on campus, not focused on profit 

Topic 5:  IT Employee Retention 
All questions at same table: 

1. If you are an IT manager, administrator, or HR rep: What challenges do you have retaining staff 
in IT positions at UW-Madison? 

a. Compensation - Salary compensation, disparity in salaries, industry pays more, poaching 
from other UW-Madison departments, challenges giving raises 
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b. Advancement - Clear paths for progression/advancement, only message is job hopping, 
career path for management and technical tracks 

2. If you are an IT staff member: What would be the most effective ways to better retain IT 
employees at UW-Madison?  

a. Salary and raises - Raises on a timely schedule, financial compensation that coincides with 
inflation/cost of living, merit raises are needed, total compensation has been reduced every 
year for at least the last six years 

b. Career progression - Clear opportunities and paths for advancement, no career path for 
senior IT staff, encourage more internal recruitment 

3. Both: What is working well now to help retain IT employees? 
a. Flexible work environment - Remote work/flexible schedule, collegial environment, 

co-workers and other members of the university community, opportunity to propose new 
ideas/projects work is exciting and varied 

Topic 6:  IT Career Advancement 
1. If you are an IT staff member: How would you like to advance your IT career at UW-Madison, and 

what challenges and barriers do you face in advancing? 
a. Unclear path to advance - No clear pathways to move your career forward, there’s a lack of 

an internal promotion method, if you want to move up, very self-driven, job hopping is the 
only apparent path to advancement and the loss of institutional knowledge is significant 

b. How (we) would like to advance - Clear yearly performance reviews with action items, 
competitive salary, a chance to move into manager role, advance tech people into tech 
roles not just management roles, purposeful about professional development 

2. If you are an IT manager, administrator or HR rep: What challenges do you have advancing 
your IT staff? 

a. Unclear path to advance - Technical career paths not well-defined, culture of advancement 
absent, lateral advancement not defined, siloed structure (funding structure) makes 
advancement hard, the only way to advance is to advance to another department 

b. Professional development - Training opportunities, no budget for training, lack of mentors 

Topic 7:  IT General Wish List 
1. If there was one thing you could change about recruitment, titling, compensation, retention, and/or 

advancement of IT staff and managers at UW-Madison, what would it be, and why? 
a. Improve compensation - Pay should be based on merit, make the process of getting raises 

fair and transparent, compensation more in-line with private sector venues, don’t encourage 
job hopping 
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b. Improve advancement - Have clearer pathways and support for career 
progression/professional development, have non-management pathways for career 
progression 

c. Titles, PDs, Requirements - Simplify IT titles, use real world titles, titles should be more 
related to what they actually do instead of depending on working titles, stress background in 
education, schooling, consulting, the soft skills 

2. What should we definitely not change about recruitment, titling, compensation, retention, and/or 
advancement of IT staff and managers at UW-Madison? 

a. New hiring practices - The new recruitment system is a great improvement over the old 
exam-based, blind selection process, the new process have greatly inspired this hiring 
process by decreasing the amount of times required to extend an offer to a potential hire, 
inclusive interview process 

b. Benefits package - WRS, comprehensive benefits package - while the process is slightly 
cumbersome, the benefits themselves are excellent 
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Appendix H: Update and Networking Event Handout 

 

 

Initial Impressions, Top Two Topics 
 

Top Concerns 
 

IT Total Compensation  
(421 comments) 

IT Job Titles and Descriptions 
(358 comments) 

1. Cost of benefits (94) 
2. Competitive pay (45) 
3. Lack of pay increases (42) 
4. Inequities (33) 
5. Career progression (27) 

1. Titles don’t make sense (58) 
2. Career progression (44) 
3. Confusing for recruitment (29) 
4. Inconsistency (28) 
5. Titles do not reflect work (26) 

 
Working Well 

 

IT Total Compensation  
(265 comments) 

IT Job Titles and Descriptions 
(103 comments) 

1. Benefits (137) 
2. Workplace flexibility (53) 
3. Work/Life balance (19) 

1. Flexibility (31) 
2. Career progression (16) 
3. Rules and guidelines (14) 

 

UW-Madison IT Titling and Compensation Gap Analysis Update 9-22-2016 
it.wisc.edu/news/projects/titling-compensation-gap-analysis 
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