
2 014 MERCER/GARTNER IT JOBS AND SKILLS: 
 BUILDING THE IT WORKFORCE OF THE FUTURE

    SURVEY REPORT 



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 

CONTENTS 

1. OVERVIEW 
 1.1 About the survey ................................................................................................................ 1 
 1.2 If you have questions ......................................................................................................... 1 
 1.3 Confidentiality .................................................................................................................... 1 
 1.4 About the report ................................................................................................................. 2 
 1.5 Executive summary ........................................................................................................... 3 
2. DEMOGRAPHIC PROFILE OF THE ITWORKFORCE 
 2.1 Gender profile of the IT workforce ..................................................................................... 7 
 2.2 Generation profile of the IT workforce ............................................................................... 9 
3. COMPENSATION AND TRAINING BUDGETS FORTHE IT WORKFORCE 

3.1    Compensation budgets for the IT workforce .................................................................... 13 
3.2    Salary increase budgets for the IT workforce ................................................................... 16 
3.3    Training budgets for the IT workforce .............................................................................. 19 

4. VOLUNTARY TURNOVER OF THE IT WORKFORCE 
5. RECRUITMENT AND RETENTION OF IT JOBS 
 5.1  Jobs that are in demand .................................................................................................. 24 
 5.2  Effective recruitment sources for difficult-to-recruit IT jobs .............................................. 35 
 5.3  Base salary guidelines for difficult-to-recruit IT jobs ........................................................ 37 
 5.4  Sign-on bonuses .............................................................................................................. 38 
 5.5  Retention bonuses ........................................................................................................... 40 
 5.6  Future hiring plans and emerging jobs ............................................................................ 42 
6. RECRUITMENT AND RETENTION OF IT SKILLS 
 6.1  Skills that are in demand ................................................................................................. 44 
 6.2  Offering premium pay and retention bonuses for “hot” skills ........................................... 51 
 6.3  Future IT skill retention plans and emerging skills. .......................................................... 54 
7. DEVELOP YOUR 2014–2015 ACTION PLANS TOBUILD A DIGITAL-CAPABLE IT  

WORKFORCE 
8. CASE STUDIES 

8.1 Loto-Québec .................................................................................................................... 62 
8.2  Weber State University .................................................................................................... 66 

APPENDIX 
 Participating organization/IT function profiles ........................................................................... 70 
  List of participating organizations ………………………Click here to open the attachments panel 
 
  

 

© 2014 Mercer LLC 
September 



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 

1. OVERVIEW 

1.1 About the survey 
Mercer and Gartner are pleased to present results from the 2014 Mercer/Gartner IT Job and Skills Survey: 
Building the IT Workforce of the Future. This survey was conducted by Mercer and Gartner, Inc. and covers 
issues around recruitment and retention of jobs and skills for Information Technology (IT) functions. 

Survey participants completed an online questionnaire and provided input to questions in areas such as difficult-
to-recruit IT jobs and skills, new and emerging IT jobs and skills of the future, effective sources for recruiting IT 
talent, turnover rates, sign-on bonuses, skill premiums, retention bonuses, salary increase budgets, and training 
spend. As shown in the table below, 111 organizations from Canada and the US submitted data for the survey 
this year. See the Appendix, starting on page 70, for detailed profiles of participating organizations and their IT 
functions. 

2014 SURVEY PROFILE 
 North America US Canada 
Organizations Participating in Survey 111 85 26 

Data Effective Date March 1, 2014 March 1, 2014 March 1, 2014 

Total Number of Full-time Employees Worldwide in the 
Organization (Median) 

5,000 5,000 3,973 

Total Number of Full-time IT Employees (Median) 203 248 101 

FY14 IT Budget (Median) $ USD 55,819,220 58,115,068 10,662,372 

 
 

1.2 If you have questions 
If you have questions regarding the survey or the report, call or email us at: 800 333 3070 or 
surveys@mercer.com. 

 

1.3 Confidentiality 
To ensure the confidentiality of all data, a minimum number of observations are required in order for statistics to 
be displayed. Three organizations must report at least three observations for a variable in order for the mean to 
be displayed. Four organizations and four observations are required for display of the median. Five organizations 
reporting at least five observations are required to display 25th and 75th percentiles. A “--” indicates there were 
insufficient data for analysis. 

Human Resource professionals who work regularly with surveys are aware of the variance that may exist in 
survey data. Data may fluctuate slightly from year to year due to changes in the participant base. It is also 
important to note that within a sample, a significant amount of data may be reported by one organization. It is also 
possible for data to change drastically from year to year due to industry-related factors and economic conditions. 

Mercer and Gartner are providing this survey information to their clients to permit them to make independent 
decisions regarding salaries and benefits. Because the exchange of salary and benefit information among 
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competitors may be construed in certain circumstances as a means to facilitate an antitrust violation, Mercer has 
taken appropriate steps in collecting and disseminating this information in order to avoid such perceptions. 

The information and data contained in this report are for information purposes only and are not intended nor 
implied to be a substitute for professional advice. In no event will Mercer or Gartner be liable to you or to any third 
party for any decision made or action taken in reliance of the results obtained through the use of the information 
and/or data contained or provided herein. 

 

1.4 About the report 
All data are reported for North America unless otherwise specified. All dollar amounts are provided in US dollars. 

The report is divided into the sections described below. 

Overview – This section provides general information about the survey, participants, and methodology, as well as 
an executive summary. 

Demographic profile of the IT workforce – This section provides information on the compositions of IT 
workforce by age and gender demographics.   

Compensation and training budgets for the IT workforce – This section provides statistics about annual IT 
compensation budget as a percentage of overall IT budget, actual, and projected salary increase budgets for the 
IT workforce, as well as the amount of annual training budget allocated to the IT workforce.    

Voluntary turnover of the IT workforce – This section provides analyses of IT employee voluntary turnover 
rates.  

Recruitment and retention of IT jobs – This section provides information on the difficult-to-hire jobs, the 
effective recruitment sources for recruiting IT talent into difficult-to-hire IT jobs, and the time-to-fill metrics along 
with the prevalence of sign-on bonus and retention bonus programs. It also provides information on IT 
organizations’ future hiring plans and new/emerging jobs to be added to the organization by 2016 or later.    

Recruitment and retention of IT skills – This section provides information on skills that are in demand, difficulty 
in recruiting talent for those “hot” IT skills, the prevalence of skill premium pay and retention bonus programs, as 
well as IT organizations’ skill retention plans and trends in emerging skills to be added to the organization by 2016 
or later.  

Develop your 2014–15 action plans to build a digital capable IT workforce  – This section provides guidance 
and action items that CIOs and IT leaders can, based on their business context, adopt and adapt to address your 
workforce challenges over the next 12 months.   

Case studies – This section showcases two IT organizations and how they develop strategies and practices to 
effectively organize, source, develop, and retain the right-skilled IT workforce to meet current and future needs of 
the business.  

Appendix – This section provides information that helps categorize and analyze responses to the survey based 
on the characteristics of the organizations responding. This ensures comparative information that is most useful to 
you and your organization. It also includes a list of this year’s participants. 
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1.5 Executive summary 
In the 2014 Gartner CEO and Senior Executive Survey, growth extended its lead at the top of the business 
priorities list, and half of business leaders intend to invest more in IT and digital capabilities. On the other hand, 
CEOs and senior executives also ranked talent and skills as the top constraints to that growth. For many business 
and IT leaders, building the digital business in the new digital era can be daunting, with business models, 
technology landscapes, and competitive advantages in flux. In the Gartner Talent on the Digital Frontier survey in 
2013, nearly 90% of digital business leaders surveyed believed that the knowledge, skills, and competencies 
needed to support the digital business are different from those required for their traditional business and that the 
competition for talent will be a make-or-break factor in their digital business success. Gartner also predicts that 
digital business incompetence will cause 25% of businesses to lose competitive ranking by 2017. The increasing 
demand from the business in leveraging digital technologies (e.g., cloud, mobile, social, information/analytics) for 
building the digital business will surely further intensify competition for skilled talent in the technology labor 
market.  

It is clear that business leaders will demand IT realize more value from technology investments. Although 
technology will continue to play an essential role in the world of digital business, business growth objectives will 
go unmet if CIOs and IT leaders ignore the talent and expertise that are critical to the success of digital business. 
The temptation for many IT organizations in building the digital business is often to focus on technologies first and 
foremost rather than on people. Investing in technology capabilities without investing more in people who 
understand them, define them, and shape them will pose significant risk to the long-term success of the digital 
business.  

Gartner's annual CIO Agenda Survey data has repeatedly shown that acquiring skilled talent is a persistent 
challenge for CIOs. In the 2014 CIO Agenda Survey, 51% of CIOs are concerned that the digital torrent is coming 
faster than they can address, and 42% don’t believe they have the talent needed to face this future. Skilled talent 
in the digital technology areas (cloud, social, mobile, and information/analytics) are scarce and difficult to recruit 
and retain (see Sections 5 and 6 for information on difficult-to-hire IT jobs and “hot” skills). Without the strategies, 
investments, and systematic processes for acquiring and developing new skills, CIOs and their IT organizations 
will become more vulnerable to an increasingly competitive market. 

This report provides CIOs and HR leaders with the data they need to gain an understanding of the current state of 
the IT job market in terms of difficult-to-hire jobs and skills, time-to-fill metrics for jobs that are difficult to recruit, 
and turnover trends. This type of market intelligence can fuel the renewal of your IT talent strategy and programs 
that will enable you to more effectively acquire, nurture, and develop requisite workforce skills and competencies 
to make the shift toward a digital business.  

Below are the highlights from this year’s survey results. 

Demographic profile of the IT workforce 
• Across all respondents, the IT workforce consists of on average 72% male and 28% female employees. 

There is a higher percentage of male representation in senior IT leadership and management positions than 
individual contributor positions. 

• The US organizations have a significantly higher percentage of baby boomers in senior IT leadership 
positions than their Canadian counterparts.  

• The Canadian organizations have a significantly higher percentage of Gen Xs in senior IT leadership 
positions than their US counterparts. The Canadian organizations also have a slightly higher percentage of 
Gen Xs in IT management and individual contributor positions than their US counterparts.  
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• A similar percentage of Gen Y is represented in individual contributor positions within Canadian and US IT 

organizations. 

Compensation and training budgets for the IT workforce 
• Results by all North American respondents show a median IT compensation budget level at 50% of the 

overall IT budget. The data by country shows that the median compensation budget level is 54% for US 
respondents and 38% for Canadian respondents. 

• Across all survey respondents, the median IT salary increase budgets for FY14 and FY15 stabilize at 3% 
level for both markets.  

• About 27% of respondents in Canada and 47% of respondents in the US reported not having a defined 
budget for IT workforce training. The median training budget reported by respondents in Canada and US is at 
0.6% of the FY14 total IT budget.  

Voluntary turnover of the IT workforce 
• In the US, the overall median IT employee voluntary turnover rate (with retirements) over the last 12-month 

period (03/01/13–02/28/14) dropped by 0.3% from 7.2% for the same period a year ago (03/01/12–02/28/13). 
The voluntary turnover rate after excluding retirements drops by 0.9% to 6.0% for this survey period.  

• In contrast, the median employee voluntary turnover (with retirements) in Canada increased to 9.0% for this 
survey period. 

Recruitment and retention of IT jobs 
• Across all jobs surveyed, the total average number of months to fill these positions decreased from 3.7 

months a year ago (03/01/2012–02/28/2013) to 3.0 months during this survey period (03/01/2013–
02/28/2014).  

• In the US, the overall average number of months to fill selected IT jobs was 3.1 months. The top jobs rated as 
“very difficult” to “extremely difficult” to recruit are: Application Systems Analyst/Programmer, Business 
Intelligence Architect, Data Architect, Enterprise Architect, Information Security Professional, Web 
Applications Developer, Web Applications Developer, Data Warehousing Analyst, Database Administrator 
(excludes Oracle Database Administrator), Information Security Manager, Internet/Web Architect, IT Business 
Systems Analyst, Oracle Database Administrator, Project Manager (Technical), and Solution Architect. 

• In Canada, the overall average number of months to fill selected IT jobs was 2.7 months. The top jobs rated 
as “very difficult” to “extremely difficult” to recruit are: Enterprise Architect, Solution Architect, Data Architect, 
Application Systems Analyst/Programmer, Business Intelligence Architect, and Information Security 
Professional.  

• Across all responses, LinkedIn and hiring IT consultants/contractors/other outsourced services tied in the #1 
spot as very effective to extremely effective recruitment sources for difficult-to-recruit IT jobs, followed by 
staffing firms/professional recruiters, corporate website, internships, college recruiting, and professional 
associations.  

• Sign-on bonuses are more likely to be used in hiring executive level positions (e.g., Top Data Management 
Executive, Head of Digital Technology) and skilled professionals in architecture and data management areas.  

• Retention bonuses are not common among this year’s survey respondents. When offered, they are more 
likely for roles in applications and business systems analysis, ERP, and security areas.  
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Recruitment and retention of IT skills 
• In the US, the top skills rated as “very difficult” to “extremely difficult” to recruit are: Oracle, business 

intelligence/information analytics, JAVA, Microsoft.NET, mobile applications and device management, 
security, virtualization, web services, cloud computing, PeopleSoft, service-oriented architecture, Unix, 
customer relationship management, digital marketing, Hadoop, Linux, open source tools, SAN, SAP, 
SharePoint, visual C#.NET and web 2.0.   

• In Canada, the top skills rated as “very difficult” to “extremely difficult” to recruit are: business 
intelligence/information analytics, service-oriented architecture, SAP, MS SQL server, project management 
and visual C#.NET. 

• Across all skills surveyed, more organizations reported paying skill premiums this year than last year. IT 
professionals possessing skills in big data, information management, and data analytics (e.g., master data 
management, business intelligence/information analytics, Hadoop), ERP (e.g., SAP, PeopleSoft, Oracle), 
security, and web services were more frequent recipients of skill premium pay. The amount of skill premium 
paid over the last 12 months ranges widely across different skills, from the lowest 3% to the highest 38% of 
annual base salaries.     

• Skill-based retention bonus practices are rare among the organizations that participated in this year’s survey. 
For the few organizations reported paying retention bonuses for SAP skills, the average retention bonus for 
the last 12 months was 21.7% of annual base salary.    

In addition to reporting the survey results, Section 7 provides CIOs and IT leaders with a list of areas they may 
prioritize and focus on to build their 2014–2015 action plan to effectively source, acquire and retain a right-skilled 
IT workforce for the digital business.  

In Section 8, two case studies are featured and provide additional insight on best practices in sourcing, acquiring, 
and developing a skilled IT workforce. Gartner would like to thank the invaluable contribution of the following two 
organizations. Here is a brief overview of each organization that participated in the case study interviews.  

Loto-Québec   
Founded in 1969 by the Government of Québec, Loto-Québec is a public corporation whose mandate is to 
oversee activities surrounding games of skill and chance in the province and to lessen organized crime’s control 
of these activities. The company strives to maintain balance between its economic mission and social 
responsibility to the government and the people of Québec, which is a top priority.  

Every two years Loto-Québec conducts a company-wide employee survey which evaluates overall engagement 
level, as well as solicits employee feedback on the effectiveness of management practices and different HR 
programs. The company started to focus on employee recognition back in 2006 when it launched a culture 
transformation initiative in its casinos aimed at creating an environment where every employee strives to deliver 
the highest quality of service to customers. In 2012, taking actions on employee survey results, two new 
company-wide recognition programs were implemented to ensure that HR programs and practices continued to 
be in coherence with the mobilization plan driven by Loto-Québec values and business objectives. We 
interviewed Claudine Bishop, organizational development advisor in HR, to share the designs of three recognition 
programs and their approaches to tailoring these programs to match different organizational cultures and 
motivational needs. 
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Weber State University  
Founded in 1889, Weber State University (WSU) is a coeducational, publicly supported university offering 
professional, liberal arts, and technical certificates, as well as associate, bachelor’s, and master’s degrees. The 
University has multiple campuses primarily located in Ogden and Layton, Utah. WSU takes pride in its quality 
teaching, its commitment to meeting the needs of students at every stage of life, and its on-going service to the 
community.  

Recognizing the need to adopt a more aggressive approach to building the IT leaders that the university would 
need to progress in the changing field of higher education, the IT organization started on a journey over a year 
ago to transform IT managers into the leadership of the future. We interviewed Dr. Bret Ellis, Vice President of IT, 
to learn about how he collaborated with his senior management team to identify effective leadership development 
practices, create a “great place to work” environment to enhance the competitiveness of the university in 
attracting and retaining talent, and build development opportunities through formal career paths.   
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2. DEMOGRAPHIC PROFILE OF THE IT 
WORKFORCE  

2.1 Gender profile of the IT workforce 
In today’s globally competitive marketplace, organizations cannot afford to underutilize any segment of the talent 
pool. The information technology field has long been a male-dominated profession. Despite the increased 
demand for technical professionals and growing shortage in IT skills in recent years, the percentage of women in 
IT fields remains flat. Statistics from government authorities (e.g., U.S. Department of Labor) and leading non-
profit organizations, such as Catalyst and the National Center for Women & Information Technology (NCWIT) all 
point to the fact that the IT industry generally fails to capitalize on the talent of a vast majority of women; a 
population that makes up half of the workforce in US and Canada. Research by NCWIT indicates that only 26% of 
professional computing occupations in the US workforce were held by women in 2013. Only 24% of Chief 
Information Officer positions at Fortune 100 companies were held by women in 2012. 

In this year’s survey, participants were asked to provide gender profiles of their IT workforce. The following two 
graphs illustrate the aggregated results by country and by job level. These results are very consistent with 
statistics from the above mentioned research. The survey results also show that there is a higher percentage of 
male representation in senior IT leadership and management positions than individual contributor positions. This 
further raises the concern around IT organizations’ ability to effectively attract future female graduates and young 
professionals to an environment where opportunities for advancement appear to be continuously affected by 
gender stereotypes to some extent.   

GENDER PROFILE FOR NORTH AMERICA BY JOB LEVEL 

 
IT individual contributor N=89, IT management N=88, Senior IT leadership (CIO and direct reports) N=85, Overall IT workforce N=93 
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GENDER PROFILE BY COUNTRY AND BY JOB LEVEL 

 
Canada: IT individual contributor N=24, IT management N=23, Senior IT leadership (CIO and direct reports) N=22, Overall IT workforce N=24 
US: IT individual contributor N=65, IT management N=65, Senior IT leadership (CIO and direct reports) N=63, Overall IT workforce N=69 

 
As the competition for skilled IT talent continues, the continual low college enrollments in STEM (science, 
technology, engineering, mathematics) disciplines further pressures the future supply of IT workforce. IT 
organizations must now address the inequalities in the workplace and create a work environment that is 
conducive to fostering diversity, encouraging young women’s participation, and enabling them to grow and 
succeed. Multifaceted factors can contribute to building greater gender equality at work, including but not limited 
to the following:  

• Create an inclusive organizational culture that encourages the advancement of women. 

• Provide support through social networks, role models, and mentors for women in their career growth and 
development.  

• Develop formal strategies and systematic processes to objectively identify and develop high potential talent 
and future leaders with diverse backgrounds. 

• Implement programs to create a flexible workplace that supports the needs for work-life balance.  
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2.2 Generation profile of the IT workforce 
The changes in workforce demographics are reshaping the landscape of competition for talent. There are 
increasingly different generations of IT professionals, with different backgrounds, preferences, needs, and 
interests, working side by side in the same workplace. Meanwhile, the average age of IT professionals in North 
America is rising. According to a study by CompTIA, the median age of IT professionals in the US, reached 51 in 
2012. By 2015, a substantial part of the North American IT workforce will be eligible for retirement. To remain 
competitive and successful in building the IT workforce of the future, and attracting and retaining skilled 
technology talent in the new digital era, CIOs and HR leaders must carefully re-evaluate their assumptions of the 
future workforce and the workplace, plan for a blended multi-generational workforce, and implement strategies to 
effectively integrate all generations for improved engagement, retention and performance. 

In this year’s survey, participants were asked to provide the percentage of different generations represented in 
their IT workforce. The following graph illustrates the IT workforce age profiles, by country and by job level. The 
results indicate that: 

• There are no traditionalists represented in responding organizations.  

• The US organizations have a significantly higher percentage of baby boomers in senior IT leadership 
positions (57%) than their Canadian counterparts (37%).  

• The Canadian organizations have a significantly higher percentage of Gen X in senior IT leadership positions 
(60%) than their US counterparts (42%). 

• The Canadian organizations have a slightly higher percentage of Gen X in IT management (57%) and 
individual contributor positions (44%) than their US counterparts (50% and 39% respectively).  

• A similar percentage of Gen Y is represented in individual contributor positions within Canadian and US IT 
organizations (32% and 31% respectively).  
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AGE PROFILE OF IT WORKFORCE 

 
Canada: IT individual contributor N=21, IT management N=21, Senior IT leadership (CIO and direct reports) N=19 
US: IT individual contributor N=58, IT management N=57, Senior IT leadership (CIO and direct reports) N=56 
Generations are defined as follows: Traditionalists were born before 1946; Baby Boomers were born 1946–1964; Generation X was born 
1965–1977; Generation Y (also known as the Millennial Generation) was born 1978–present. 

 
While the IT unemployment rate remains below 3%, IT organizations face the increasing challenge of a seller’s 
market where qualified IT professionals have more options to choose from whether they are actively looking or 
not. It is important for CIOs and HR leaders to clearly identify vulnerabilities in their current talent practices and 
begin to think out of the box to enhance their efforts in attracting, recruiting, and retaining skilled talent from 
different generations.  

To build a blended workforce with respect for age diversity and inclusions versus segregations based on 
stereotypes and perceptions, CIOs and HR leaders need to start with creating awareness and a clear 
understanding of the generational differences that impact work style, culture, relationships, talent practices, and 
team/organizational performance. The following table presents the key characteristics of three workforce 
generations and associated workforce and organizational challenges. 
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GENERATIONAL DIFFERENCES, CHALLENGES, AND IMPLICATIONS ON WORKFORCE 
PRACTICES 
 Baby Boomers 

(Born 1946–1964) 
Gen X 
(Born 1965–1977) 

Gen Y (also known as the 
Millennial Generation 
(Born 1978–present) 

Preferred 
Communication 
Style/Channel 

• Prefer face-to-face and 
written communication. 

• Prefer a mix of face-to-
face and electronic 
communication.  

• Strongly prefer Internet-
based, mobile 
communications (e.g., 
cell/text messaging) and 
social networks. 

Work Style • Work long hours. 

• Value physical 
presence/face-to-face 
communication. 

• Value independence/ 
autonomy. 

• Prefer flexible hours for 
balancing work and 
personal life. 

• Work best in teams. 

• Interested in the social 
aspects of face-to-face 
interaction and 
collaboration. 

• Demand the choice of 
working anywhere, 
anytime. 

• Interested in the social 
aspects of face-to-face 
communication. 

Cultural Adaptability • Adapt to other 
perspectives but remain 
true to their roots. 

• Open to a mix of cultures. 

• Are well-traveled. 

• Have global perspectives. 

• Have diverse friends and 
contacts internationally 
through social networks. 

Learning Style • Prefer classroom setting 
and formal learning. 

• Relearning and reskilling 
are vital but can be 
challenging. 

• Are independent learners, 
self-directed. 

• Prefer a mix of formal 
learning (e.g., in the 
classroom) and 
experiential learning (e.g., 
on the job, 
reassignments). 

• Open to virtual learning. 

• Learn through trial and 
error, hands-on 
experience in a team 
setting. 

• Prefer Web-based 
learning (e.g., video game 
type of e-learning) and 
other experiential 
learning. 

Overall Strengths • Have a wealth of IT and 
business knowledge. 

• Have loyalty.  

• Quick to adapt and 
relearn. 

• Challenge authority.  

• Are technology-savvy. 

• Want to make a 
difference. 

• Value diversity and 
change. 

• Have a strong desire to 
learn. 

Key Workforce 
Management Challenges 

• Provide strong support in 
adapting to change in IT 
and work environment. 

• Leverage their skills and 
experiences as coaches 
and mentors to others. 

• Reduce their skepticism. 

• Get them engaged and 
involved in finding new 
and innovative ways to 
work. 

• Build their long-term 
commitment to the 
organization. 

• Coach and develop their 
problem-solving skills and 
business protocols. 
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With Gen Y/Millennials set to comprise 75% of the global workforce by 2025, CIOs and IT leaders must now start 
to pay close attention to the expectations on organizational culture, leadership, management structures, social, 
and learning practices from this generation of workforce who will become the key player in shaping the future of IT 
in the digital era. Knowing the strengths, weaknesses, and what is important to this generation and the ones 
before them can help IT organizations develop a cohesive talent strategy to integrate this new generation into the 
workforce. CIOs and HR leaders can adopt and adapt some of the following practices and approaches to attract 
and retain a high-performing, engaged, multi-generational workforce.        

Sourcing and recruitment practices for consideration: 

• Move beyond traditional recruiting channels, reach, connect, and socialize through a variety of social media 
channels, such as forums, blogs, and social networks  (e.g., LinkedIn, Facebook, Twitter and YouTube (see 
Section 5 for information on effective recruitment sources)). 

• Define and market your employment brand and total employee value proposition.  

• Turn your Gen Y employees into ambassadors and recruiters in scouting young graduates at college/campus 
job fairs.  

• Offer internships, co-ops, and graduate/management trainee programs to build a pipeline of future 
professional and leadership talent. 

• Run contests, hackathons, and crowdsourcing from the communities of interest to locate innovative thinkers 
and high potential talent.      

Development, engagement, and retention practices for consideration: 

• Redesign the workspace and provide top-notch technologies to improve productivity and support innovation. 

• Leverage social and collaboration technologies to create an ecosystem that allows Gen Y/Millennial 
employees to connect with each other and collaborate with other generations of workers.   

• Develop alternative work assignment and deployment models, such as telework, flexible hours, job rotation 
program, stretch assignments, and innovation/swat teams, which spark new ways of working, developing, 
engaging, and retaining younger generation workforce.  

• Offer young employees time to work on a project and idea of their choice, helping them feel engaged and in 
control and to boost innovation in the company. 

• Assign work that challenges them, satisfies their curiosity, and desire for more exposure to different areas of 
the business. 

• Give Gen Y a clear line of sight on their careers, providing accelerated growth paths that are tailored to their 
personal aspirations, passions, and interests. 

• Deploy coaching, mentoring, and reverse mentoring to support the development of a learning culture across 
different generations.    
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3. COMPENSATION AND TRAINING BUDGETS FOR 
THE IT WORKFORCE  

3.1 Compensation budgets for the IT workforce 
One of the key metrics tracked in this survey is the percentage of IT budget allocated for compensation-related 
expenses (spending on salaries and wages, short- and long-term incentives, and benefits). Survey participants 
were asked to provide the actual dollar amount budgeted for FY14 for IT compensation, including salaries, wages, 
short- and long-term incentives, and benefits. This year’s survey sample represents a median IT organization size 
of 203 full-time IT employees and 19 contractors, and a median FY14 IT compensation budget of $22,745,864. 
The analysis by country shows that the median IT organization size for US respondents is 248 full-time IT 
employees and 38 contractors with a median compensation budget of $24,470,864. The median IT organization 
size for Canadian respondents is 101 employees and three contractors with a median compensation budget of 
$14,350,000. 

The compensation budget level is calculated as a percentage of the FY14 IT budget reported for each 
organization. The following table and graph present the results by country, organization size, IT function size, and 
industry group, including data from 23 participating organizations who reported valid numbers for both FY14 IT 
budgets and FY14 IT compensation budgets. Results by all North American respondents show a median of 50% 
of the IT budget. The data by country shows that the median compensation budget level is 54% for US 
respondents and 38% for Canadian respondents. Overall, the results for North America are lower than the median 
of 54% reported in the 2013 survey for the same measure. It should be noted that this year’s survey sample is 
also fairly small, thus the results may not be representative of trends in market practices.   
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IT COMPENSATION BUDGET AS A PERCENTAGE OF FY14 IT BUDGET 
Range IT compensation budget 

P25 Median P75 N 
By country 

North America 38.5% 50.0% 58.1% 23 

Canada 20.7% 38.0% 49.5% 6 

US 47.7% 54.2% 58.2% 17 

By annual dollar volume 
Less than 1 billion 37.1% 54.9% 59.0% 8 

1 billion–5 billion 39.0% 49.2% 61.0% 8 

Over 5 billion -- 49.3% -- 4 

By total number of full-time employees (worldwide) in the organization 
1–1,000 -- 30.7%* -- 3 

1,001–5,000 49.3% 56.8% 61.5% 8 

5,001–25,000 42.4% 52.7% 57.7% 8 

25,001 or more -- 46.8% -- 4 

By total number of full-time IT employees  
1–100 27.3% 47.6% 66.2% 5 

101–500 39.7% 52.5% 58.7% 14 

501–1,500 -- -- -- 1 

1,501 or more -- 39.9%* -- 3 

By industry group 
Consumer Goods -- -- -- 1 

Energy -- 38.3%* -- 3 

Financial Services -- 47.3%* -- 3 

High Tech -- -- -- 1 

Insurance 39.0% 45.8% 66.5% 5 

Other Durable Goods Manufacturing -- -- -- 1 

Other Non Manufacturing -- -- -- 0 

Retail & Wholesale -- -- -- 2 

Services (Non-financial) 33.6% 48.4% 56.0% 7 

*Average reported; data insufficient to display the median. 

© 2014 Mercer LLC 
September 

14 of 81



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 

PARTICIPANT PROFILE BASED ON FY14 IT COMPENSATION BUDGET AS A PERCENT 
OF TOTAL IT BUDGET 

 
(N=23) 

 

The amount of budget allocated for IT workforce compensation not only reflects the scope of financial investment 
in the workforce but also, to some extent, indicates the significance of people as a differentiated resource in the 
successful execution of the business and IT strategies. When reviewing or projecting a change in IT 
compensation budget, it is important for CIOs and HR leaders to understand various factors, such as the business 
context, the degree of competition in the market, the technologies employed, and the organization size that can 
influence the IT compensation costs in relation to the total IT budget required for the effective execution of the 
strategy. For example, when a retail business deploys a digital strategy that involves the deployment of 
omnichannels, it will require new skills, such as multichannel and multidevice user experience design, that may 
not exist in the current IT organization. The decision to acquire these skills through a mix of permanent new hires 
and contracting through digital design agencies will likely drive up the IT compensation costs because digital 
design and multichannel development skills are in high demand and thus require higher pay to secure good talent.
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3.2 Salary increase budgets for the IT workforce 
Annual pay adjustments are important to employees, not only because they affect how much money an employee 
gets in each paycheck, but also because they are a formal recognition of the employee’s valued contribution to 
the business. They may also be seen as a form of sharing in the organization’s success. The amount of the 
annual salary increase budget is therefore an important indicator of the overall financial health of the organization 
and its ability to sustain the competitive pay position relative to its competitors in the market. Setting an 
appropriate salary increase budget involves important decisions and tradeoffs:  

• How much of the increase in external market rates should be factored in the budget, considering the 
organization’s ability to absorb the costs for the first year and future years? 

• Should the increase be distributed as an across-the-board, cost-of-living adjustment or according to employee 
contributions to the business success?  

• Should the increase be based on individual performance, seniority, or a combination of both?  

The resulting increase in base pay levels can have long-lasting effects on the organization (from the cost 
perspective) and its workforce (from motivation and retention perspectives) beyond the annual budgeting cycle 
and the date the increase takes effect. To understand the level of pay increases planned for the IT workforce, in 
this survey we collected and analyzed salary increase budgets for FY14 and FY15. The following table presents 
results by country, organization size, IT function size, and industry group. The key findings are summarized as 
follows:  

• The results indicate that, across all survey respondents, the median IT salary increase budgets for FY14 and 
FY15 stabilize at 3% level for both markets.  

• There were no organizations reporting salary freezes for these two budget cycles.   

The flat salary increase budget has been a trend over the last three years across IT and other job functions, 
consistent with data reported in Mercer’s Compensation Planning Survey for the same periods.   
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BASE SALARY INCREASE FOR IT JOBS  

Scope Base salary % increase 
FY14 Budgeted FY15 Budgeted 

Average Median N Average Median N 
By country 
North America 2.8% 3.0% 75 2.9% 3.0% 37 

Canada 2.8% 3.0% 21 2.8% 3.0% 13 

US 2.9% 3.0% 54 2.9% 3.0% 24 

By annual dollar volume 

Less than 1 billion 2.9% 3.0% 22 3.2% 3.0% 10 

1 billion–5 billion 2.8% 3.0% 23 2.7% 2.9% 12 

Over 5 billion 2.8% 3.0% 19 2.7% 2.8% 10 

By total number of full-time employees (worldwide) in the organization 

1–1,000 3.4% 3.0% 9 3.4% 3.1% 6 

1,001–5,000 2.9% 3.0% 28 3.0% 3.0% 11 

5,001–25,000 2.7% 3.0% 26 2.6% 2.9% 16 

25,001 or more 2.7% 2.8% 10 2.4% 2.4% 4 

By total number of full-time IT employees 

1–100  2.9% 3.0% 21 3.2% 3.0% 9 

101–500 2.8% 3.0% 41 2.8% 3.0% 20 

501–1,500 2.7% 3.0% 7 2.7% 3.0% 5 

1,501 or more 2.8% 2.9% 6 2.5% -- 3 

By industry group 

Consumer Goods 2.8% 3.0% 5 3.0% -- 3 

Energy 3.3% 3.0% 6 3.5% 3.0% 5 

Financial Services 2.8% 3.0% 10 2.6% 2.8% 5 

High Tech 3.2% 3.0% 7 3.5% -- 3 

Insurance 3.0% 3.0% 12 3.3% 3.0% 4 

Other Durable Goods Manufacturing 2.3% -- 3 -- -- 1 

Other Non Manufacturing 2.5% 2.8% 6 2.4% -- 3 

Retail & Wholesale 2.7% 2.8% 6 2.3% -- 3 

Services (Non-financial) 2.7% 3.0% 18 2.6% 2.8% 10 

There were no organizations indicating salary freezes for either FY14 or FY15 budget plan. 

© 2014 Mercer LLC 
September 

17 of 81



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 
Although many organizations call their annual pay increase a “merit increase,” quite often the pool of money is 
distributed as a COLA or an across-the-board salary adjustment for everyone in the organization, with little to 
none allocated to reward performance. When the merit increase does not differentiate by performance level, it can 
also lose its meaningfulness as a reward to employees. With the average increase budget staying at a stagnant 
3% in the foreseeable future, it’s important for CIOs and IT leaders to work with HR to develop guidelines for 
distributing the budget in a way that optimizes the effect in motivating staff and driving performance. 
Mercer/Gartner survey data from the past three years show that IT organizations have been moving away from 
giving low performers the same increase as the average and high performers. On average, top 10% performers 
receive four to five times the salary increase of low performers. Regardless of the size of the overall increase 
budget, to achieve pay-for-performance objectives, the merit pay guidelines must be carefully designed to not only 
differentiate increases by performance level but also clearly communicate to employees what the company 
values, recognizes, and rewards. CIOs and HR leaders need to work together to develop appropriate guidelines 
(merit matrix), and consider the following approaches and practices to improve the overall cost effectiveness of 
merit pay programs:  

• Identify strategic and critical IT roles and closely monitor associated market pay movements to determine the 
level of adjustments needed to maintain the company’s competitive positioning for attracting as well as 
retaining talent for these roles.  

• Create a merit matrix that applies greater differentiation in pay increases based on performance and 
competitively positioning the salaries of individuals performing strategic and critical IT roles. To do so ensures 
that the merit pay program effectively aligns pay with performance, as well as changing market rates. 

• Provide line managers with training on how to effectively manage and communicate performance. Hold them 
accountable for applying consistent, objective standards and process for evaluating and differentiating 
performance. 

• Be open and transparent when communicating with employees about performance measures and merit pay 
criteria. Clearly define what qualifies as high performance in the new digital era. Organizations that have a 
traditional, stringent performance management system, such as stack ranking/forced distribution system, 
must re-examine the effectiveness of such system in a digital business where individuals and teams 
increasingly operate in a hypernetworked environment to engage and collaborate rather than compete against 
each other in delivering business results. Linking reward to team efforts and individual contributions to team 
results will be critical to motivate and reinforce change in behaviors of teams and individuals for greater 
business performance.  

• Instead of an annual increase cycle, consider the approach of linking pay increases to the growth in skills and 
competencies to motivate and reward continuous learning and development of new capabilities critical to the 
success of the digital business.  
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3.3 Training budgets for the IT workforce 
In the 2014 Gartner CEO and Senior Executive Survey, growth extended its lead at the top of the business 
priorities list, and half of business leaders intend to invest more in IT and digital capabilities. On the other hand, 
CEOs and senior executives also ranked talent and skills as the top constraints to that growth. It is clear that 
business leaders will demand IT to realize more value from technology investments. To fulfill that expectation, 
CIOs and IT leaders must have properly skilled resources to harness the power of digital technologies, and to 
deliver new technology-enabled products and services for generating new business value and differentiated 
customer experience.  

Gartner’s annual CIO Agenda Survey data has repeatedly shown that acquiring skilled talent is a persistent 
challenge for CIOs. In the 2014 CIO Agenda Survey, 51% of CIOs are concerned that the digital torrent is coming 
faster than they can cope, and 42% feel they do not have the talent needed to face this future. Skilled talent in the 
digital technology areas (cloud, social, mobile, and information/analytics) are scarce and difficult to recruit and 
retain (see Sections 5 and 6 for market data on difficult-to-hire IT jobs, skills, and associated recruitment and 
retention practices). Without the strategies, investments, and systematic processes for developing skills internally, 
CIOs and their IT organizations will become more vulnerable to an increasingly competitive market. 

A key indicator of an organization’s commitment to skills and talent development is the establishment of a 
dedicated training budget and maintaining a proper level of investment year over year. In the survey, participants 
were asked to provide the dollar amount they budgeted for FY14 IT workforce training programs. The key findings 
are summarized as follows: 

• Out of a total of 111 respondents, 42% reported not having a defined budget amount for IT workforce training, 
a 12% increase from last year’s survey results.  

• The analysis by country shows that 27% of respondents in Canada (N=26) and 47% of respondents in the US 
(N=85) reported not having a defined budget for IT workforce training. Both numbers are higher than last 
year’s results (12% of respondents in Canada and 36% of respondents in US). 

Among those having a designated training budget for their IT workforce (N=64), 28% reported their budget 
amounts this year. Each respondent’s training budget was calculated as a percentage of their total FY14 IT 
budget. Only those organizations that reported amounts for both FY14 total IT budget and FY14 IT workforce 
training budget are included in the data presented in the following table. This data is also provided by industry, 
organization size, and IT organization size where data is sufficient for reporting. 
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PERCENTAGE OF FY14 IT BUDGET FOR IT WORKFORCE TRAINING 
Range As a percentage of FY14 IT budget 

P25 Median P75 N 
By country 

North America 0.4% 0.6% 0.9% 16 

Canada 0.5% 0.7% 1.2% 5 

US 0.4% 0.6% 0.9% 11 

By annual dollar volume 
Less than 1 billion 0.5% 0.8% 1.2% 7 

1 billion–5 billion 0.5% 0.6% 0.8% 5 

Over 5 billion -- -- -- 1 

By total number of full-time employees (worldwide) in the organization 
1–1,000 -- -- -- 2 

1,001–5,000 0.6% 0.8% 1.1% 5 

5,001–25,000 0.4% 0.6% 0.9% 7 

25,001 or more -- -- -- 2 

By total number of full-time IT employees 
1–100 0.5% 0.7% 1.2% 5 

101–500 0.5% 0.6% 0.9% 9 

501–1,500 -- -- -- 0 

1,501 or more -- -- -- 2 

By industry group 
Consumer Goods -- -- -- 0 

Energy -- 1.0%* -- 3 

Financial Services -- -- -- 1 

High Tech -- -- -- 1 

Insurance 0.4% 0.5% 0.7% 6 

Other Durable Goods Manufacturing -- -- -- 0 

Other Non Manufacturing  -- -- -- 0 

Retail & Wholesale -- -- -- 2 

Services (Non-financial) -- 0.7%* -- 3 

*Average reported; data insufficient to display the median. 
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This year’s results show a slight increase in IT workforce training budgets for US-based respondents. The median 
training budget allocation for US respondents is at 0.6% of the FY14 total IT budget, a 0.1% increase from the 
results reported in the 2013 study. The median training budget for all respondents (US and Canada) is at 0.6% of 
the FY14 total IT budget.  

With continued resource constraints, CIOs and IT leaders must strike a proper balance between supporting 
current IT service needs and investing in the development of new digital capabilities. With the flat training budget 
level, it will be important for CIOs to partner with HR, corporate learning and development organization to re-
prioritize where and how they invest these limited dollars so that they can quickly up skill and reskill their existing 
workforce, and position them for the effective execution of digital business strategies. 

After all, digital business expertise will not be in the CIO’s organization alone. In the 4Q13 Gartner survey, when 
asked where the expertise required to execute the digital business strategy primarily exists today and where it will 
be in 2015 through 2016, half of 201 respondents indicated that such expertise currently resides inside their IT 
organization, versus 8% indicating the expertise exists across the enterprise. Conversely, looking ahead to 2015 
and 2016, a drastically different view was represented by 43% of respondents expecting the digital expertise and 
insight as a required competency to exist across the company.  

The best talent often already exists within the enterprise. It’s a matter of being able to identify individuals with 
desired skills profiles, aptitude, and competencies and starting to exploit their untapped potential through 
systematic assessments and development programs. Therefore, it will be imperative to conduct talent reviews and 
assessments across all business and IT areas in order to create a comprehensive view of the strengths as well as 
gaps in skills, knowledge, and competencies required for the digital business. The goal is for business and IT 
leaders to apply these workforce analytics and insights to the prioritization, planning, and implementation of 
sourcing and development programs so that the right resources are in place when needed to execute the digital 
business strategy. 

With the competition for digital talent and expertise continuing to intensify, now, more than ever, CIOs and other 
digital business leaders must partner with HR leaders and formulate strategies and practices to close the critical 
gaps in workforce capabilities. A well-defined and executed talent development strategy for the digital business 
should have the following characteristics: 

• Reflects a new culture and mindset that motivates, values, and rewards continuous learning, development, 
and adaptability to change. 

• Ensures the alignment between organizational goals and individual values, capabilities, career aspiration and 
interests. 

• Links to strategic workforce planning. 

• Integrates with other talent management programs, such as performance management, reward, and 
recognition. 

• Creates growth opportunities and mobility for all staff across the enterprise. 

• Enables the retention of key talent. 

• Improves performance and drives productivity. 
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4. VOLUNTARY TURNOVER OF THE IT WORKFORCE  

Over the past two years, the results from this Mercer/Gartner research and other industry surveys consistently 
show that the IT job market is heating up. As the competition for skilled IT talent intensifies, more organizations 
are experiencing difficulty and a longer time required when filling their IT vacancies, along with voluntary IT 
turnover rates rising toward pre-recession levels. These are typical talent scorecard measures that CIOs and HR 
leaders need to regularly monitor and assess for the development of IT staffing and retention strategies. In this 
year’s survey, participants were asked to provide employee-initiated voluntary turnover for the last 12-month 
period (03/01/13–02/28/14). Retirement is considered as voluntary turnover for the purpose of this survey. The 
following two tables present results with and without retirements reported by 50 participants for their IT 
organizations. Here are the key findings from this year’s analyses: 

• In the US, the overall median IT employee voluntary turnover rate (with retirements) over the last 12-month 
period (03/01/13–02/28/14) dropped by 0.3%, from 7.2% for the same period a year ago (03/01/12–02/28/13). 
The voluntary turnover rate after excluding retirements drops by 0.9% to 6.0% for this survey period. A 1.8% 
change after excluding retirements was reported in last year’s turnover analysis. This difference in results is 
most likely due to the sample variation, implying fewer retirement-related turnovers occurred within IT 
organizations participating this year than last year.  

• Compared to the US data, notably higher levels of turnover rates were reported for the Canadian market for 
this survey period (03/01/13–02/28/14). The median employee-initiated turnover (with retirements) increased 
by 4.2%, from 4.8% reported a year ago to 9.0% during this survey period. After excluding retirements, the 
median voluntary turnover rate drops by 2.6%, while the P75 data drops by 6.6%, indicating a large 
percentage of retirement-related turnover occurred within organizations submitting data for this survey period. 
In contrast, the same analysis performed last year showed no change in median turnover rate after excluding 
retirements. This difference in results is most likely due to the sample variation, coupled with a smaller 
number of organizations represented in this year’s sample. These results should therefore be viewed as 
directional and may not be representative of the actual trends and practices in the market.   

Not all turnover should be treated equally. Some turnover is undesirable and affects business performance and 
therefore must be closely monitored and controlled. Some is necessary for transforming the organization and the 
workforce to their desired future state. Tracking and measuring the overall turnover rate of the IT organization is 
often only marginally useful for assessing and mitigating the retention risk to the business. It is important for CIOs 
and HR leaders to analyze the turnover data at different organizational levels (e.g., functional area, role, skill, age, 
geographic region, and/or manager), understand what is driving turnover in each segment of the workforce, detect 
patterns in turnover, and develop targeted actions to improve the retention of a right-skilled workforce required to 
fulfill the current and future needs of the organization. 
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VOLUNTARY IT TURNOVER INCLUDING RETIREMENTS (03/01/13–02/28/14) 
Scope Turnover rate (including retirements) 

P25 Median P75 N 
By country 
North America 4.4% 7.1% 10.6% 50 

Canada 5.0% 9.0% 15.9% 14 

US 4.1% 6.9% 10.4% 36 

By industry group 
Consumer Goods -- 8.0%* -- 3 

Energy 0.0% 5.3% 9.6% 6 

Financial Services 3.1% 6.0% 8.9% 8 

High Tech -- 17.5%* -- 3 

Insurance 2.4% 4.5% 9.0% 7 

Other Durable Goods Manufacturing -- 11.2%* -- 3 

Other Non Manufacturing 9.2% 10.4% 15.3% 5 

Retail & Wholesale -- 11.3% -- 4 

Services (Non-financial) 5.2% 6.9% 10.4% 11 

*Average reported; data insufficient to display the median. 

 

VOLUNTARY IT TURNOVER EXCLUDING RETIREMENTS (03/01/13–02/28/14) 
Scope Turnover rate (excluding retirements) 

P25 Median P75 N 
By country 
North America 2.7% 6.0% 9.6% 50 

Canada 2.2% 6.4% 9.3% 14 

US 2.4% 6.0% 9.6% 36 

By industry group 
Consumer Goods -- 5.9%* -- 3 

Energy 0.0% 3.2% 8.7% 6 

Financial Services 3.0% 5.8% 8.9% 8 

High Tech -- 17.5%* -- 3 

Insurance 2.2% 3.1% 5.5% 7 

Other Durable Goods Manufacturing -- 10.3%* -- 3 

Other Non Manufacturing 7.7% 9.6% 14.5% 5 

Retail & Wholesale -- 0.8% -- 4 

Services (Non-financial) 4.5% 5.8% 10.4% 11 

*Average reported; data insufficient to display the median. 
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5. RECRUITMENT AND RETENTION OF IT JOBS 

5.1 Jobs that are in demand  
A key step in building the IT workforce of the future is to identify and examine the factors that impact the internal 
and external talent supply-and-demand scenarios. The results from this analysis provide the critical information 
CIOs and HR leaders need to develop a targeted, talent-sourcing strategy to fulfill business needs. Various 
external factors (e.g., economic, industry, technological forces) can influence and/or drastically change the 
dynamics of the technology labor market. Although these external factors are outside of an organization’s control, 
CIOs and HR leaders must monitor these market trends closely so that appropriate actions can be taken to 
identify and select alternative approaches to properly source and develop the needed talent. Generally speaking, 
the degree of difficulty in filling job vacancies signifies the potential shortage of supply in skilled talent to meet 
market demand. When market demand exceeds supply, hiring organizations will experience prolonged time to fill 
their vacancies, and hiring costs will likely rise as well. It is important for CIOs and HR leaders to be aware of the 
potential challenges they will face in finding qualified candidates for any existing or newly emerging jobs in a 
competitive market. Survey participants were asked the following set of questions to create a comprehensive view 
of IT jobs in demand: 

• What IT jobs have you recruited new employees for over the last 12 months (03/01/13–02/28/14)? 

• How difficult has it been to recruit for selected IT jobs?  

• What is the average number of months taken to fill selected IT jobs?  

• What are the top three jobs that your organization plans to hire new employees for in the next 12 months 
(03/01/14–02/28/15)? 

• What are the new/emerging IT jobs your organization plans to create and staff in your IT function by 2016 or 
later?  

The list of jobs surveyed this year were compiled based on previous survey results, input from past participants, 
as well as Gartner’s ongoing research on key technology trends, and interactions with CIOs and IT leaders on 
challenges they face in sourcing and recruiting qualified IT professionals. The following table presents the 
aggregated responses from this year’s participants on the jobs they recruited over the last 12 months. Here are 
the key findings: 

• Across all respondents, more frequently reported positions being hired were in the areas of applications and 
systems design and development, project and program management, architecture, and data/information 
management. There is also continued demand for resources in infrastructure management areas such as 
security, network engineering, database, and systems administration.  

• The recruiting activities remain low for newly emerged roles, such as Cloud Computing Analyst, Cloud 
Computing Consultant, Data Scientist, Head of Digital Technology (a.k.a., Chief Digital Officer), Social 
Networking Consultant/Architect, Social Networking Analyst, and Social Networking Technology Developer. 

• There appears to be a decrease in hiring ERP related roles (e.g., ERP/SAP Business Analyst, ERP/SAP 
Programmer, ERP/ORC-PS Business Analyst, ERP/ORC-PS Programmer); all were ranked low on the list for 
the last two years.   

• Participants also reported “other” IT jobs they recruited, such as Courseware Developer, QA Tester, 
Groupware Engineer, Software Engineer, Storage Administrator, Product Development Manager, Web 
Analytics Specialist, UI Architect, and various levels of service desk/help desk/desktop support jobs.   
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TOP IT JOBS RECRUITED OVER THE LAST 12 MONTHS (03/01/13–02/28/14) 
Ranking by reported 
frequency 

Recruited positions Percentage of 
organizations 

1 Application Systems Analyst/Programmer 74% 

2 Project Manager (Technical) 63% 

3 Network Engineer 53% 

4 IT Business Systems Analyst 48% 

5 IT Analyst 41% 

5 Web Applications Developer 41% 

6 Database Administrator (excludes Oracle Database Administrator) 39% 

7 Systems Administrator (Generic) 38% 

8 Data Architect 37% 

8 Information Security Professional 37% 

9 Enterprise Architect 33% 

10 Business Intelligence Architect 27% 

10 Solution Architect 27% 

11 Data Warehousing Analyst 26% 

12 Information Security Manager 25% 

13 IT Program Manager 24% 

14 Business Process Consultant 21% 

14 IT Consultant 21% 

14 Oracle Database Administrator 21% 

14 Systems Administrator-Unix 21% 

15 Network Architect 20% 

16 User Experience Designer 18% 

17 Internet/Web Architect 17% 

17 Mobile Applications Developer 17% 

17 Web Designer 17% 

18 Web Administrator 16% 

19 ERP Business Analyst (Generic) 14% 

19 IT Auditor 14% 

20 ERP/SAP Business Analyst 13% 

20 ERP/SAP Programmer 13% 

21 ERP/ORC-PS Business Analyst 12% 

22 Middleware Analyst 11% 

23 IT Product Manager 10% 

24 Data Scientist 9% 

24 Enterprise Content Manager 9% 

24 IT Portfolio Manager 9% 

25 Cloud Computing Analyst 7% 

25 ERP/ORC-PS Programmer 7% 

25 Master Data Management Specialist 7% 

25 Top Data Management Executive 7% 
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Ranking by reported 
frequency 

Recruited positions Percentage of 
organizations 

26 Head of Digital Technology 6% 

27 Social Networking Analyst 5% 

27 Social Networking Technology Developer 5% 

28 Cloud Computing Consultant 3% 

28 Data Steward 3% 

28 Social Networking Consultant/Architect 3% 

Based on responses from 107 organizations, including 25 Canadian respondents and 82 US respondents. 
There were five organizations that indicated they did not recruit for any IT positions. 
Each organization could select multiple IT jobs; therefore the total exceeds 100%. 

 
The analyses of survey responses by country show some similarities as well as differences in hiring activities 
between US and Canadian organizations over the last 12 months. Here are the highlights from the analyses by 
country:  

• Among the 82 US organizations, the most frequently recruited IT jobs were Application Systems 
Analyst/Programmer (77%) followed by Project Manager (Technical) (63%), Network Engineer (61%), and IT 
Business Systems Analyst (50%). Other jobs also in demand were Database Administrator (excludes Oracle 
Database Administrator) (45%), IT Analyst and Web Applications Developer (44% each), Data Architect, and 
Systems Administrator (Generic) (43% each). 

• The most frequently recruited IT jobs among the 25 Canadian organizations were also Application Systems 
Analyst/Programmer (64%) followed by Project Manager (Technical) (60%). Other jobs in demand were 
Enterprise Architect, IT Business Systems Analyst, and Solution Architect (40% each), and IT Analyst and 
Web Applications Developer (32% each).   

Survey participants were then asked a follow-up question using a five-point scale (from “not at all difficult” to 
“extremely difficult”) to indicate the level of difficulty they experienced in recruiting selected IT jobs. The following 
table presents the list of jobs that are rated as moderately to extremely difficult-to-hire. Here are the key findings 
from the analyses of this year’s data: 

• Across all responses received in North America, this year’s results show some increases and some 
decreases in the percentage of organizations reporting jobs as difficult to recruit:  

– Some jobs show an increase in the percentage of organizations rated as difficult to recruit this year 
versus last year, such as Business Intelligence Architect (up by 8%), Web Applications Developer (up by 
7%), Solution Architect (up by 7%), Network Engineer (up by 6%), Data Warehouse Analyst (up by 5%), 
and Business Process Consultant (up by 3%).  

– Some jobs show a decrease in the percentage of organizations rated as difficult to recruit this year versus 
last year, such as, IT Consultant (down by 9%), IT Analyst (down by 8%), ERP/ORC-PS Business Analyst 
(down by 6%), IT Program Manager (down by 6%), Information Security Professional (down by 6%), IT 
Business Systems Analyst (down by 5%), Database Administrator (excludes Oracle Database 
Administrator) (down by 4%), ERP/ORC-PS Programmer (down by 4%), ERP/SAP Business Analyst 
(down by 4%), Network Architect (down by 3%), Middleware Analyst (down by 3%), and IT Portfolio 
Manager (down by 3%). 

– Similar levels of difficulty were reported (+/-2% in differences between the percentage rated as difficult to 
recruit this year and last year) for Data Architect, Enterprise Architect, ERP/SAP Programmer, Information 
Security Manager, Internet/Web Architect, IT Auditor, Master Data Management Specialist, Mobile 
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Applications Developer, Oracle Database Administrator, Project Manager (Technical), User Experience 
Designer, Web Administrator, and Web Designer.    

• The aggregated responses from 71 US participants were consistent with the results for North America, with a 
slight changing in rankings. The most frequently rated difficult-to-hire jobs were Application Systems 
Analyst/Programmer (48%), Network Engineer (37%); Data Architect, Database Administrator (excludes 
Oracle Database Administrator), and Web Applications Developer (31% each); Information Security 
Professional (28%), Project Manager (Technical) (27%); Business Intelligence Architect, and Data 
Warehousing Analyst (25% each); IT Business Systems Analyst (24%), Enterprise Architect (21%); and 
Information Security Manager, Mobile Applications Developer, and Solution Architect (20% each).  

– The top ranked jobs in this year’s list are slightly different from the ones reported in the 2013 survey of the 
US market; Information Security Professional (IT Security Analyst in 2013 survey) was ranked #1 on last 
year’s list followed by Network Engineer, Database Administrator (excludes Oracle Database 
Administrator), IT Business Systems Analyst, Project Manager (Technical), Data Architect, and Enterprise 
Architect jobs.  

• The results for Canada continue to show that organizations experienced difficulty in recruiting jobs in the 
architecture area. Enterprise Architect was the most frequently rated difficult-to-hire job, as indicated by 40% 
of organizations (N=25) followed by 36% of organizations who reported having difficult in recruiting for 
Solution Architect and Application Systems Analyst/Programmer, respectively. Participants also experienced 
difficulty in recruiting Network Engineer (28%), Project Manager (Technical) (24%), Data Architect (20%); 
Business Process Consultant, Information Security Professional, IT Business Systems Analyst, and Web 
Applications Developer (16% each).  

– The top ranked jobs in this year’s list are different from the ones reported last year for the Canadian 
market: Solution Architect was ranked #1 on last year’s list followed by Data Architect, Database 
Administrator (excludes Oracle Database Administrator), IT Analyst, and Project Manager (Technical) 
jobs.     
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ALL JOBS REPORTED AS MODERATELY TO EXTREMELY DIFFICULT-TO-HIRE 
(03/01/2013–02/28/2014) 
Ranking Job Percentage of organizations 

rating job as difficult* 
1 Application Systems Analyst/Programmer 45% 

2 Network Engineer 34% 

3 Data Architect 28% 

4 Web Applications Developer 27% 

5 Database Administrator (excludes Oracle Database Administrator) 26% 

5 Enterprise Architect 26% 

5 Project Manager (Technical) 26% 

6 Information Security Professional 25% 

7 Solution Architect 24% 

8 Business Intelligence Architect 22% 

8 IT Business Systems Analyst 22% 

9 Data Warehousing Analyst 21% 

10 Information Security Manager 18% 

10 Mobile Applications Developer 18% 

11 Business Process Consultant 17% 

11 Oracle Database Administrator 17% 

12 IT Program Manager 16% 

13 IT Analyst 14% 

14 Network Architect 13% 

14 Systems Administrator (Generic) 13% 

14 User Experience Designer 13% 

15 Systems Administrator-Unix 11% 

16 ERP Business Analyst (Generic) 10% 

16 ERP/SAP Programmer 10% 

16 Middleware Analyst 10% 

16 Web Designer 10% 

17 Data Scientist 9% 

17 ERP/SAP Business Analyst 9% 

17 Internet/Web Architect 9% 

17 IT Auditor 9% 

18 ERP/ORC-PS Business Analyst 8% 

19 Cloud Computing Analyst 7% 

19 ERP/ORC-PS Programmer 7% 

19 IT Consultant 7% 

19 Web Administrator 7% 

20 Enterprise Content Manager 6% 

20 IT Portfolio Manager 6% 

20 IT Product Manager 6% 

20 Master Data Management Specialist 6% 
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Ranking Job Percentage of organizations 

rating job as difficult* 
21 Head of Digital Technology 5% 

22 Social Networking Analyst 4% 

22 Social Networking Technology Developer 4% 

23 Social Networking Consultant/Architect 3% 

23 Top Data Management Executive 3% 

24 Cloud Computing Consultant 2% 

25 Data Steward 1% 

Based on responses from 96 organizations, including 25 Canadian respondents and 71 US respondents. 
*Percentage of organizations that rated the job as “moderately difficult” to “extremely difficult” to hire for.  

 
In the following table, the “moderately difficult” ratings were excluded and the percentage of responses 
recalculated by job to present new rankings. This additional analysis helps identify those jobs for which 
organizations experienced a greater challenge in recruiting qualified candidates during the last 12 months. The 
key findings are summarized as follows:  

• Across all responses received in North America this year, the most difficult-to-hire job was Enterprise 
Architect (which was #2 on last year’s list for the same analysis) followed by Application Systems 
Analyst/Programmer and Business Intelligence Architect (#5 on last year’s list) tied for second place, and 
Data Architect in third place (#1 on last year’s list). Information Security Professional, Solution Architect, Web 
Applications Developer, and Mobile Applications Developer are also among the top difficult-to-hire jobs this 
year. 

• The analysis of responses from US organizations (N=71) shows that Application Systems 
Analyst/Programmer and Business Intelligence Architect tied in the #1 spot (18%) followed by Data Architect 
and Enterprise Architect tied for  #2 (15% each), Information Security Professional and Web Applications 
Developer tied for #3 (14% each), Web Applications Developer in fourth place (11%) and Data Warehousing 
Analyst, Database Administrator (excludes Oracle Database Administrator), Information Security Manager, 
Internet/Web Architect, IT Business Systems Analyst, Oracle Database Administrator, Project Manager 
(Technical), and Solution Architect all tied for fifth place (10% each) this year. 

• The analysis of responses from Canadian organizations (N=25) shows that Enterprise Architect remains as 
the #1 most difficult-to-hire job on the list (32%) followed by Solution Architect (24%) and Data Architect 
(16%). Application Systems Analyst/Programmer, Business Intelligence Architect, and Information Security 
Professional are also among the difficult-to-hire jobs this year. Due to the small sample size, the results 
should only be viewed as directional and may not be indicative of the market trend. 
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JOBS REPORTED AS VERY DIFFICULT TO EXTREMELY DIFFICULT-TO-HIRE 
(03/01/2013–02/28/2014) 
Ranking Job Percentage of organizations 

rating job as very difficult* 
1 Enterprise Architect 20% 

2 Application Systems Analyst/Programmer 17% 

2 Business Intelligence Architect 17% 

3 Data Architect 16% 

4 Information Security Professional 14% 

4 Solution Architect 14% 

5 Web Applications Developer 13% 

6 Mobile Applications Developer 10% 

7 Information Security Manager 9% 

8 Database Administrator (excludes Oracle Database Administrator) 8% 

8 Network Engineer 8% 

8 Oracle Database Administrator 8% 

8 Project Manager (Technical) 8% 

9 Data Warehousing Analyst 7% 

9 Internet/Web Architect 7% 

9 IT Business Systems Analyst 7% 

10 Data Scientist 6% 

10 User Experience Designer 6% 

11 IT Product Manager 5% 

11 Web Designer 5% 

12 ERP/ORC-PS Programmer 4% 

12 ERP/SAP Programmer 4% 

12 Head of Digital Technology 4% 

12 Systems Administrator-Unix 4% 

13 ERP/ORC-PS Business Analyst 3% 

13 ERP/SAP Business Analyst 3% 

13 IT Auditor 3% 

13 IT Program Manager 3% 

13 Network Architect 3% 

14 Business Process Consultant 2% 

14 ERP Business Analyst (Generic) 2% 

14 IT Analyst 2% 

14 Master Data Management Specialist 2% 

14 Middleware Analyst 2% 

14 Social Networking Technology Developer 2% 

14 Systems Administrator (Generic) 2% 

14 Top Data Management Executive 2% 

15 Cloud Computing Analyst 1% 

15 Data Steward 1% 
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Ranking Job Percentage of organizations 

rating job as very difficult* 
15 Enterprise Content Manager 1% 

15 IT Consultant 1% 

15 IT Portfolio Manager 1% 

15 Social Networking Consultant/Architect 1% 

15 Web Administrator 1% 

16 Cloud Computing Consultant 0% 

16 Social Networking Analyst 0% 

Based on responses from 96 organizations, including 25 Canadian respondents and 71 US respondents. 
*Percentage of organizations that rated the job as “very difficult” to “extremely difficult” to hire for. 

 
Jobs that are in high demand, and are therefore difficult to recruit, often take a longer time to fill. The number of 
months it takes to fill a specific IT job is another important market indicator that CIOs and HR leaders should 
monitor on a regular basis. Survey participants were asked to provide information on the number of months to fill 
selected IT jobs. Here are the key findings from aggregated responses in North America. It should be noted that 
due to a small sample size, these results may not be representative of actual market conditions and trends.  

• Across all jobs surveyed, the total average number of months to fill these positions decreased from 3.7 
months a year ago (03/01/2012–02/28/2013) to 3.0 months during this survey period (03/01/2013–
02/28/2014). This change in the overall average was caused by a large percentage of jobs surveyed were 
reported with a shorter time-to-fill over the last 12 months. For example: 

– ERP/SAP Business Analyst was reported with an average of 2.4 months to fill during this survey period, 
versus 6.5 months a year ago.  

– ERP/SAP Programmer was reported with an average of 2.2 months to fill during this survey period, 
versus 6.0 months a year ago.  

– Data Architect was reported with an average of 3.9 months to fill during this survey period, versus 5.5 
months a year ago.  

• On the other hand, this year’s data also shows that some organizations spent a longer time in filling selected 
IT jobs. For example:  

– During this survey period, organizations spent an average of 3.9 months to fill a User Experience 
Designer, versus 3.0 months a year ago.  

– IT Product Manager was reported with an average 3.8 months to fill during this period, versus 3.3 months 
a year ago.  

– Web Applications Developer was reported with an average of 3.4 months to fill during this period, versus 
3.2 months a year ago.  

• There were also a number of new jobs surveyed this year with a short time-to-fill which could have contributed 
to the downward trending of the overall results.   
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The key findings from the responses of 47 US organizations are summarized as follows: 

• Across all respondents, the average number of months to fill selected IT jobs decreased from 3.7 months a 
year ago (03/01/2012–02/28/2013) to 3.1 months over the last 12 months (03/01/2013–02/28/2014). 

• Consistent with the North American data, when compared with data reported in the 2013 study, this year’s 
results indicate that US organizations generally spent less time recruiting IT jobs than a year ago. For 
example, organizations spent 3.4 fewer months recruiting an IT Consultant, 3.0 fewer months for an 
Internet/Web Architect, 1.4 fewer months for a Data Architect, 1.3 fewer months for an Enterprise Architect or 
an Oracle Database Administrator, 0.8 fewer months for a Mobile Applications Developer, 0.7 fewer months 
for a Web Designer or a Data Warehousing Analyst, 0.6 fewer months for a Business Intelligence Architect, 
0.4 fewer months for a Database Administrator (excludes Oracle Database Administrator), and 0.3 fewer 
months for an Information Security Professional.  

• There are a few jobs showing a slight increase in the number of months to fill for this period. For example, the 
time to fill a User Experience Designer or an ERP/ORC-PS Programmer increased by 0.9 months, and Web 
Applications Developer increased by 0.2 months.    

• The average number of months to fill Solution Architect and Network Engineer remains at 3.1 months this 
year.  

The key findings from the responses of 16 Canadian organizations are summarized as follows:  

• Across all respondents, the average number of months to fill selected IT jobs decreased from 3.9 months a 
year ago to 2.7 months over the last 12 months.  

• At the job level, when comparing the number of months reported by Canadian respondents with those by US 
respondents, the results show that Canadian organizations appear to have spent more time filling vacancies 
in a few job areas, including Enterprise Architect, Solution Architect, Network Engineer, Information Security 
Manager, IT Program Manager, and Project Manager (Technical). In contrast, they spent less time than their 
US counterparts when hiring Business Intelligence Architect, Application Systems Analyst/Programmer, Web 
Applications Developer, Oracle Database Administrator, Information Security Professional, Master Data 
Management Specialist, IT Business Analyst, ERP/SAP Business Analyst, IT Analyst, Systems Administrator 
(Generic), and IT Consultant.   
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AVERAGE NUMBER OF MONTHS TO FILL SELECTED JOBS (03/01/2013–02/28/2014) 
Job Average no. of months 

North America Canada US 
Top Data Management Executive 4.5 -- 4.5 

Systems Administrator-Unix 4.0 -- 4.6 

Data Architect 3.9 -- 3.9 

Enterprise Architect 3.9 4.7 3.6 

Solution Architect 3.9 4.2 3.7 

User Experience Designer 3.9 -- 3.9 

IT Product Manager 3.8 -- 4.7 

Business Intelligence Architect 3.7 2.7 3.8 

Application Systems Analyst/Programmer 3.5 3.2 3.6 

Mobile Applications Developer 3.5 -- 3.8 

Network Engineer 3.4 5.8 3.1 

Web Applications Developer 3.4 2.2 3.7 

Data Scientist 3.3 -- 3.3 

Data Warehousing Analyst 3.3 -- 3.5 

Database Administrator (excludes Oracle Database Administrator) 3.3 -- 3.3 

ERP/ORC-PS Programmer 3.3 -- 3.3 

Web Designer 3.3 -- 3.3 

Network Architect 3.2 -- 3.4 

Oracle Database Administrator 3.1 2.3 3.3 

Information Security Professional 3.0 2.7 3.1 

Information Security Manager 2.8 3.3 2.7 

IT Program Manager 2.8 3.3 2.6 

Head of Digital Technology 2.7 -- -- 

Middleware Analyst 2.7 -- 3.3 

Business Process Consultant 2.6 2.3 2.7 

Master Data Management Specialist 2.6 -- 3.0 

Web Administrator 2.6 -- 2.6 

IT Auditor 2.5 -- 2.5 

IT Business Systems Analyst 2.5 1.9 2.7 

ERP/SAP Business Analyst 2.4 1.3 2.9 

Internet/Web Architect 2.4 -- 2.7 

Project Manager (Technical) 2.4 2.8 2.3 

Cloud Computing Analyst 2.3 -- 2.3 

Enterprise Content Manager 2.3 -- 2.5 

ERP/ORC-PS Business Analyst 2.3 -- 2.5 

ERP/SAP Programmer 2.2 -- 2.4 

ERP Business Analyst (Generic) 2.0 -- 2.2 

IT Analyst 1.9 1.6 1.9 

IT Portfolio Manager 1.8 -- 2.0 

Systems Administrator (Generic) 1.8 1.6 1.8 
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Job Average no. of months 

North America Canada US 
IT Consultant 1.7 1.5 1.9 

Cloud Computing Consultant -- -- -- 

Data Steward -- -- -- 

Social Networking Analyst -- -- -- 

Social Networking Consultant/Architect -- -- -- 

Social Networking Technology Developer -- -- -- 

Total average 3.0 2.7 3.1 
Based on responses from 63 organizations, including 16 Canadian respondents and 47 US respondents. 
A minimum of three organizations providing the no. of months was required to display the average. 
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5.2 Effective recruitment sources for difficult-to-recruit IT jobs 
Survey participants were asked to evaluate the effectiveness of recruitment sources they used in recruiting talent 
for difficult-to-recruit IT jobs over the last 12 months. The following graph presents the aggregated responses from 
this year’s participants. The key findings are summarized as follows: 

• Across all responses, LinkedIn was the recruitment source most frequently rated as moderately to extremely 
effective (72%) closely followed by corporate website (70%), staffing firms/professional recruiters (66%), and 
hiring IT consultants/contractors/other outsourced services (64%). Other sources also rated as moderately to 
extremely effective were professional associations (45%), internships (44%), and college recruiting (38%).   

• After excluding moderately effective ratings, LinkedIn and hiring IT consultants/contractors/other outsourced 
services tied in the #1 spot as very effective to extremely effective recruitment sources for difficult-to-recruit IT 
jobs followed by staffing firms/professional recruiters, corporate website, internships, college recruiting, and 
professional associations.  

• Interestingly, only a handful of organizations rated Facebook as an effective recruitment source for difficult-to-
recruit IT jobs.    

• Survey participants reported using “Other online channels,” including popular job boards such as Dice, 
Indeed, The Ladders, Monster, and CareerBuilder, as well as social media channels, such as YouTube, 
Google+, and Twitter. A few participants also reported using several niche channels where 
developers/programmers socialize, network, and collaborate, such as Stack Overflow, Github, and Gild.com 
and found them effective in scouting specialists in related areas.  

• Survey participants also commented on “Other” effective sources/channels they used in recruiting hard-to-fill 
IT jobs primarily associated with their personal and professional networking practices, such as employee 
referrals, word of mouth, the network of company’s recruiters, retained search firms, military recruiting 
partnership and job fair, direct mail campaigns, and networking through professional associations.     
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EFFECTIVENESS OF DIFFERENT SOURCES IN RECRUITING TALENT FOR     
DIFFICULT-TO-RECRUIT JOBS 

 
(N=107) 
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5.3 Base salary guidelines for difficult-to-recruit IT jobs 
The following table compiles base salary ranges for the top 10 jobs ranked as moderately to extremely difficult-to-
hire in the US and Canada, referencing data reported in 2014 US MBD: Mercer/Gartner Information Technology 
Survey (data effective date: March 1, 2014) and 2014 CA MBD: Mercer/Gartner Information Technology Survey 
(data effective data: April 1, 2014). The ranges represent annual base salaries, from market median to the 90th 
percentile.     

TOP 10 MODERATELY TO EXTREMELY DIFFICULT-TO-HIRE IN US 
Job Base salary range ($000s USD) 
Application Systems Analyst/Programmer 82.8–104.8 

Network Engineer 87.4–114.6 

Data Architect 116.3–140.2 

Database Administrator (excludes Oracle Database Administrator) 94.2–120.1 

Web Applications Developer 86.1–112.6 

Information Security Professional 83.3–112.9 

Project Manager (Technical) 99.9–124.4 

Business Intelligence Architect 107.1–140.1 

Data Warehousing Analyst 91.0–116.9 

IT Business Systems Analyst 64.5–92.0 

Based on data sourced from 2014 US MBD. 

 
TOP 10 MODERATELY TO EXTREMELY DIFFICULT-TO-HIRE IN CANADA 
Job Base salary range ($000s CAD) 
Enterprise Architect 101.7–125.0 

Application Systems Analyst/Programmer 78.0–103.2 

Solution Architect 101.4–121.9 

Network Engineer 78.2–92.7 

Project Manager (Technical) 90.1–112.5 

Data Architect 98.8–115.4 

Business Process Consultant 83.8–111 

Information Security Professional 80.0–99.5 

IT Business Systems Analyst 65.4–85.9 

Web Applications Developer 76.3–91.5 

Based on data sourced from 2014 Canada MBD. 
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5.4 Sign-on bonuses 
Sign-on bonuses are a type of hiring incentive used to entice high calibre talent to accept a job offer or to secure 
talent with scarce skill sets. The bonus is often used to offset the projected loss in earnings accrued (e.g., 
prorated bonus/incentive payments) but not yet paid in the candidate’s last job to make a job offer more attractive. 
It may also be used to attract candidates with hot skills, in addition to any premium pay they may be offered. In 
this year’s survey, participants were asked if they provided any sign-on bonuses to new employees hired into the 
selected IT jobs over the last 12 months (03/01/13–02/28/14). The following table presents the aggregated 
responses for North America. It should be noted that due to a small sample size, these results may not be 
representative of actual market conditions. The key findings are summarized as follows:  

• Across all respondents, the results indicate sign-on bonuses were more common among organizations that 
reported hiring senior executive level jobs, for example for hiring Top Data Management Executive, which 
was also the job that took the longest time (average 4.5 months) to fill over the last 12 months according to 
this year’s survey results. Organizations also reported offering sign-on bonuses to the newly emerged role 
Head of Digital Technology. The amount of sign-on bonuses reported for these executive/senior management 
level positions ranges from 5% to 25% of annual base salaries.    

• The results show that sign-on bonuses are more frequently offered in the Architecture and Data Management 
areas. Most of these jobs also appeared on the difficult-to-hire job list, such as Business Intelligence 
Architect, Enterprise Architect, Data Architect, Master Data Management Specialist, Network Architect, and 
Solution Architect. The newly emerged roles, such as Data Scientist, Mobile Applications Developer, and 
User Experience Designer were also among the jobs more likely to receive sign-on bonuses. The amount of 
sign-on bonuses reported for non-executive level positions ranges from 1% to 25% of annual base salaries.  

SIGN-ON BONUSES FOR IT EMPLOYEES 
Job  Offering sign-on bonus Average annual amount of sign-on bonus  

(% of base salary) 
Percentage 

of orgs1 N P25 Median P75 N 
Application Systems 
Analyst/Programmer 

28% 78 5.0% 5.0% 8.0% 17 

Business Intelligence Architect 34% 29 3.0% 5.5% 16.3% 6 

Business Process Consultant 22% 23 -- 5.5% -- 4 

Cloud Computing Analyst 29% 7 -- -- -- 0 

Data Architect 36% 39 5.0% 7.0% 12.5% 9 

Data Scientist 30% 10 -- -- -- 1 

Data Steward 67% 3 -- -- -- 0 

Data Warehousing Analyst 14% 28 -- -- -- 2 

Database Administrator 
(excludes Oracle Database 
Administrator) 

24% 42 5.1% 8.0% 10.0% 8 

Enterprise Architect 46% 35 5.5% 10.0% 15.0% 13 

ERP Business Analyst 
(Generic) 

7% 15 -- -- -- 1 

ERP/ORC-PS Business Analyst 15% 13 -- -- -- 2 

ERP/ORC-PS Programmer 25% 8 -- -- -- 2 

ERP/SAP Business Analyst 29% 14 -- 6.3%* -- 3 
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Job  Offering sign-on bonus Average annual amount of sign-on bonus  

(% of base salary) 
Percentage 

of orgs1 N P25 Median P75 N 
ERP/SAP Programmer 21% 14 -- -- -- 2 

Head of Digital Technology 67% 6 -- 16.7%* -- 3 

Information Security Manager 23% 26 5.0% 15.0% 22.5% 5 

Information Security 
Professional 

31% 39 5.8% 8.5% 16.3% 10 

Internet/Web Architect 28% 18 -- 14.0%* -- 3 

IT Analyst 19% 43 4.3% 8.5% 12.3% 6 

IT Auditor 20% 15 -- -- -- 2 

IT Business Systems Analyst 16% 51 5.0% 10.0% 14.0% 5 

IT Consultant 18% 22 -- 6.3%* -- 3 

IT Portfolio Manager 10% 10 -- -- -- 0 

IT Product Manager 36% 11 -- 10.7%* -- 3 

IT Program Manager 38% 26 3.5% 7.0% 12.5% 5 

Master Data Management 
Specialist 

50% 8 -- -- -- 2 

Middleware Analyst 33% 12 -- -- -- 1 

Mobile Applications Developer 33% 18 -- 11.0%* -- 3 

Network Architect 33% 21 5.0% 10.0% 12.5% 5 

Network Engineer 18% 56 4.8% 7.5% 11.3% 6 

Oracle Database Administrator 22% 23 -- -- -- 2 

Project Manager (Technical) 23% 66 2.6% 5.0% 7.8% 12 

Solution Architect 41% 29 5.0% 8.5% 11.3% 10 

Systems Administrator 
(Generic) 

15% 40 3.8% 5.0% 11.0% 5 

Systems Administrator-Unix 22% 23 -- -- -- 2 

Top Data Management 
Executive 

86% 7 7.8% 20.0% 22.5% 5 

User Experience Designer 32% 19 -- 12.5% -- 4 

Web Administrator 29% 17 -- 7.3%* -- 3 

Web Applications Developer 23% 43 5.0% 5.8% 9.3% 8 

Web Designer 22% 18 -- -- -- 2 
1Percentage of organizations that offered a sign-on bonus to any individuals that were recruited into the above jobs.  
*Average reported; data insufficient to display the median. 

© 2014 Mercer LLC 
September 

39 of 81



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 

5.5 Retention bonuses 
Survey participants were asked if they provided any retention bonuses to employees in the selected IT jobs over 
the last 12 months (03/01/13–02/28/14). The following table presents the aggregated responses for North 
America. It should be noted that due to a small sample size, these results should only be viewed as directional 
and may not be representative of actual market practices. The key findings are summarized as follows:  

• Across all respondents, there were only 13 organizations in the US and six organizations in Canada that 
reported offering retention bonuses over the last 12 months. This may correlate to the overall lower voluntary 
turnover rate reported this year which likely eased organizations’ concerns on retention issues.  

• The survey results also indicate that when retention bonuses were offered, they were more concentrated on 
roles in Applications and Business Systems Analysis, ERP, and Security areas. The bonus amount ranges 
from 2% to 38% of annual base salary.  

RETENTION BONUSES FOR IT EMPLOYEES 
Job level Offering retention bonus Average annual amount of retention bonus  

(% of base salary) 
Percentage 

of orgs1 N P25 Median P75 N 
Application Systems 
Analyst/Programmer 

8% 79 -- 10.0% -- 4 

Business Intelligence Architect 3% 29 -- -- -- 0 

Data Architect 3% 40 -- -- -- 1 

Database Administrator 
(excludes Oracle Database 
Administrator) 

2% 42 -- -- -- 1 

Enterprise Architect 9% 35 -- -- -- 2 

ERP Business Analyst (Generic) 7% 15 -- -- -- 0 

ERP/ORC-PS Business Analyst 8% 13 -- -- -- 0 

ERP/ORC-PS Programmer 13% 8 -- -- -- 0 

ERP/SAP Business Analyst 21% 14 -- -- -- 2 

ERP/SAP Programmer 14% 14 -- -- -- 1 

Information Security Manager 11% 27 -- 13.8%* -- 3 

Information Security 
Professional 

8% 40 -- 13.0%* -- 3 

IT Analyst 2% 44 -- -- -- 1 

IT Business Systems Analyst 8% 51 -- 7.5% -- 4 

IT Consultant 5% 21 -- -- -- 1 

IT Product Manager 9% 11 -- -- -- 1 

IT Program Manager 8% 26 -- -- -- 2 

Master Data Management 
Specialist 

13% 8 -- -- -- 1 

Network Architect 10% 21 -- -- -- 2 

Network Engineer 2% 57 -- -- -- 1 

Project Manager (Technical) 1% 67 -- -- -- 1 

Solution Architect 7% 29 -- -- -- 1 

Systems Administrator (Generic) 2% 41 -- -- -- 1 
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Job level Offering retention bonus Average annual amount of retention bonus  

(% of base salary) 
Percentage 

of orgs1 N P25 Median P75 N 
Systems Administrator-Unix 4% 23 -- -- -- 1 
1Percentage of organizations that offered a retention bonus to any individuals that were recruited into the above jobs. 
90 organizations didn’t offer retention bonus over the last 12 months (03/01/13–02/28/14).  
*Average reported; data insufficient to display the median. 

 
As the business strategic focus shifts toward digitalization, the IT organization capabilities and talent profiles must 
evolve to enable and support the transformation. CIOs and their IT organizations that fail to adapt IT talent staffing 
and retention practices to the new demands of digital business will fall behind in building and sustaining a right-
skilled IT workforce of the future. To remain competitive in the digital era, it is critical for CIOs and IT leaders to 
work with HR and establish a systematic process to identify, monitor, and evaluate internal and external factors 
that impact IT workforce engagement and retention. When developing a digital business strategy and associated 
IT strategy, ensure roles and associated skills and competencies that are core to the successful execution of 
digital strategies are well defined. Doing so helps guide the retention focus toward the high potentials and key 
talent who possesses valuable skills, knowledge, and competencies that an organization cannot afford to lose in 
the transformation to the digital business.    

There are various programs, monetary and non-monetary, which can be used to improve and sustain talent 
retention. Retention bonus program is only one of those monetary vehicles that CIOs and IT leaders can leverage 
for retention purposes. Other approaches to consider include but are not limited to: 

• Monetary retention practices: 

– Out-of-cycle increase in base salary. 

– Grant of restricted stocks or stock options. 

– Higher annual incentive targets. 

– Promotion. 

• Non-monetary retention practices: 

– Flexible work arrangements. 

– Training and development opportunities. 

– Coaching/mentoring. 

– Job rotation. 

– International assignments. 
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5.6 Future hiring plans and emerging jobs  
While it is important for CIOs and HR leaders to gain an understanding of which jobs were in demand yesterday 
and which jobs are in demand today, it will also be helpful to know how the market demand for IT professionals 
may shift in the coming months and which job areas are expected to see expansion through hiring. This 
information can be used to adjust the organization’s recruiting plan according to the market dynamics. In this 
year’s survey, participants were asked to report the top three jobs they plan to hire over the next 12 months 
(03/01/14–02/28/15). The table below presents the results based on responses received this year. The key 
findings are summarized as follows: 

• Based on the aggregated results for North America, as shown in the following table, the most frequently 
reported jobs to be recruited over the next 12 months closely resembles the list of jobs rated as moderately to 
extremely different-to-hire over the last 12 months, with some variation in rankings.  

• The analyses by country shows that, besides the Applications Systems Analyst/Programmer role being the 
top job to be recruited in both countries (reported by 23% of Canadian organizations and 39% of US 
organizations) during the next 12 months, US organizations also plan to hire more of the following roles: 
Project Manager (Technical) and Information Security Professional (20% each); Network Engineer (17%), IT 
Business Systems Analyst (14%), Enterprise Architect (13%), Mobile Applications Developer (12%); and 
Business Intelligence Architect and IT Analyst (10% each). 

• Canadian organizations appear to be equally interested in hiring more staff for these three roles: Enterprise 
Architect, IT Consultant, and Project Manager (Technical) (18% each). In addition, some organizations also 
plan to hire Information Security Professional and IT Business Systems Analyst (14% each). 

• Survey participants also reported jobs to be recruited that are not on the survey list. Examples of these jobs 
are Business Intelligence Specialist, Clinical Information Systems Educator, Desktop Technician, End User 
Support, Energy Trading & Risk Management Specialist, Governance Manager, IVR Administrator, QA 
Analyst, Security Architect, SharePoint Engineer, SharePoint Manager, Software Engineer, Systems 
Architect, and Test Engineer. 

TOP JOBS TO BE HIRED DURING THE NEXT 12 MONTHS (03/01/14–02/28/15)  
Ranking by reported 
frequency 

 Job Percentage of 
organizations 

1 Applications Systems Analyst/Programmer 35% 

2 Project Manager (Technical) 20% 

3 Information Security Professional 19% 

4 Enterprise Architect 14% 

4 IT Business Systems Analyst 14% 

4 Network Engineer 14% 

5 Mobile Applications Developer 11% 

6 Business Intelligence Architect 10% 

6 IT Analyst 10% 

7 Data Architect 8% 

7 Systems Administrator (Generic) 8% 

8 ERP/SAP Programmer 7% 

8 Solution Architect 7% 

8 Web Applications Developer 7% 

9 Data Warehousing Analyst 5% 

© 2014 Mercer LLC 
September 

42 of 81



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 
Ranking by reported 
frequency 

 Job Percentage of 
organizations 

9 Database Administrator (excludes Oracle Database Administrator) 5% 

10 Data Scientist 4% 

10 ERP Business Analyst (Generic) 4% 

10 Information Security Manager 4% 

10 IT Consultant 4% 

11 Business Process Consultant 3% 

11 Cloud Computing Consultant 3% 

11 IT Program Manager 3% 

11 Network Architect 3% 

12 Cloud Computing Analyst 2% 

12 Enterprise Content Manager 2% 

12 ERP/ORC-PS Programmer 2% 

12 IT Auditor 2% 

12 Master Data Management Specialist 2% 

12 Middleware Analyst 2% 

12 Oracle Database Administrator 2% 

12 Social Networking Technology Developer 2% 

12 Systems Administrator-Unix 2% 

12 User Experience Designer 2% 

13 ERP/ORC-PS Business Analyst 1% 

13 ERP/SAP Business Analyst 1% 

13 IT Portfolio Manager 1% 

13 IT Product Manager 1% 

13 Social Networking Consultant/Architect 1% 

13 Top Data Management Executive 1% 

13 Web Administrator 1% 

Based on responses from 91 organizations, including 22 Canadian respondents and 69 US respondents. 
 
Survey participants also provided information on any new/emerging IT jobs/roles that they anticipate creating in 
their organization by 2016 and later. Responses from the 30 responding organizations can be categorized into the 
following areas that closely align with key IT capabilities required to effectively support the digitalization of the 
business:  

• Deploying and supporting digital marketing solutions: For example, digital marketing manager. 

• Designing and implementing social, collaboration, and mobile solutions for improved customer and 
employee experience: For example, UI/UX designer, digital anthropologist, mobile/web application 
developer, mobile application and device manager, and Google-based collaboration stack positions.  

• Developing big data and analytics capabilities: For example, data analyst/consultant for big data analytics, 
data scientist, data integration engineer, taxonomist, predictive analytics related positions.  

• Improving information security and risk management: For example, include ethical hacker, IT audit 
analyst, digital forensic, and IT risk-related positions.   
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6. RECRUITMENT AND RETENTION OF IT SKILLS 

6.1 Skills that are in demand  
For many business and IT leaders, building the digital business in the new digital era can be daunting, with 
business models, technology landscapes, and competitive advantages in flux. In Gartner’s Talent on the Digital 
Frontier survey in 2013, nearly 90% of digital business leaders believed that the knowledge, skills, and 
competencies needed to support the digital business are different from those required for their traditional business 
and that the competition for talent will be a make-or-break factor in their digital business success. Gartner also 
predicts that digital business incompetence will cause 25% of businesses to lose competitive ranking by 2017. 
The increasing demand from the business in leveraging digital technologies (e.g., cloud, mobile, social, 
information/analytics) for building the digital business will surely further intensify competition for skilled talent in 
the technology labor market.  

For some IT organizations, the challenge they often face in filling the IT skill gaps is sometimes caused by their 
unrealistic expectations of matching job candidates to the exact profile of skills required and being able to fill a 
role without any training. That kind of ideal candidate is often already employed or does not exist. Sometimes 
organizations cannot get the candidates with “hot” skills because they cannot match pay levels in the market. 
When recruiting IT professionals possessing skills that are scarce, new, “hot,” or hard to fill in the market, 
alternate sourcing strategies and pay practices are often necessary to acquire and retain them. It is therefore 
important for CIOs and HR leaders to always keep a pulse on the skill supply and demand conditions in the 
market and then implement targeted recruitment and retention strategies to acquire and maintain a right-skilled 
workforce.  

To gain some understanding of the market dynamics, we asked participants to provide information on their recent 
experience in hiring and retaining selected IT skills. Survey participants answered the following set of questions: 

• What IT skills have you recruited new employees for over the last 12 months (03/01/13–02/28/14)? 

• How difficult has it been to recruit new employees with selected IT skills?  

• What is the average amount of premium paid for selected IT skills?  

• What is average amount of retention bonus paid for selected IT skills? 

• What are the top three IT skills that your organization plans to retain in the next 12 months (03/01/14–
02/28/15)? 

The following table presents the list of skills that survey participants in North America recruited over the last 12 
months. These skills are typically required for jobs in business analysis, database and information management, 
ERP, mobile, network management, project management, security management, and web development. The 
results from the analyses by country are summarized as follows: 

• The responses from 73 US organizations indicate that the top skills recruited by more than half of 
organizations over the last 12 months (03/01/13–02/28/14) were project management (67%), business 
analysis (60%), JAVA (56%), business intelligence/information analytics (55%), Oracle (55%), security (55%), 
and MS SQL server (51%). Other skills frequently recruited were SharePoint (49%), Cisco (47%), 
Microsoft.NET (47%), Unix (47%), and Linux (40%). There were also a number of organizations that reported 
recruiting new skills surveyed this year, including business relationship management (29%), digital marketing 
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(29%), electronic health records/electronic medical records (16%), cloud sourcing management (10%), 
behavioral science (8%), and digital anthropology (5%).  

• The responses from 22 Canadian organizations generally show a similar list of in-demand skills as US 
respondents but in a different ranking order. The most frequently recruited skill was MS SQL server (73%) 
followed by project management (59%), Microsoft.NET (55%), JAVA (50%), business analysis (45%), 
business intelligence/information analytics (45%), Oracle (45%), SharePoint (45%), Security (41%), and web 
services (41%). For the new skills surveyed this year, there were a notable amount of organizations that 
reported hiring IT professionals with skills in digital marketing (23%), business relationship management 
(18%), behavioral science (9%), and cloud sourcing management (5%). No organizations recruited digital 
anthropology or electronic health records/electronic medical records over the last 12 months. 

• Survey participants also reported skills to be recruited that are not on the survey list. Examples of skills are 
Cucumber, JDA, Kronos, Lawson, MicroStrategy, PEGA, Ruby, Ruby on Rails, SCALA, and WebSphere. 

TOP IT SKILLS RECRUITED OVER LAST 12 MONTHS (03/01/13–02/28/14) 
Ranking Skill Percentage of 

organizations 
1 Project management 65% 

2 Business analysis 57% 

3 MS SQL server 56% 

4 JAVA (e.g., JAVA EE, JAVA ME) 55% 

5 Business intelligence/information analytics (e.g., predictive analytics) 53% 

5 Oracle 53% 

6 Security 52% 

7 Microsoft.NET 48% 

7 SharePoint 48% 

8 Cisco 42% 

8 Unix (e.g., AIX, HP-UX, Solaris) 42% 

9 Mobile applications and device management 37% 

10 Linux 36% 

10 Web services (e.g., SOAP, WSDL) 36% 

11 Visual C#.NET 35% 

12 Information Technology Infrastructure Library (ITIL) 34% 

13 Customer Relationship Management (CRM) 33% 

13 IT compliance (e.g., Basel II, HIPAA, SOX) 33% 

13 Virtualization (e.g., VMWare) 33% 

13 Web 2.0 (e.g., Ajax, REST, RIA) 33% 

14 Service-oriented architecture (SOA) 31% 

14 VoIP (e.g., MGCP, RTP, SIP) 31% 

15 Cloud computing (e.g., Iaas, PaaS, SaaS) 29% 

16 SAP 28% 

17 Digital marketing 27% 

18 Business relationship management 26% 

19 PeopleSoft 24% 

19 SAN (Storage Area Network) 24% 
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Ranking Skill Percentage of 

organizations 
20 Open source tools (e.g., Apache, Eclipse, JBoss) 21% 

20 Supply Chain Management (SCM) 21% 

21 Enterprise social & collaboration software  17% 

22 Master Data Management (MDM) 14% 

23 Electronic Health Records (EHRs)/Electronic Medical Records (EMRs) (e.g., meaningful use, 
ICD-10) 

13% 

24 Hadoop (e.g., HBase, HDFS, MapReduce) 12% 

24 Visualization 12% 

25 Behavioral science 8% 

25 Cloud sourcing management 8% 

26 NoSQL 7% 

27 Digital anthropology 4% 

Based on responses from 95 organizations, including 22 Canadian respondents and 73 US respondents. 
10 organizations indicated that they didn't recruit for any IT skills. 

 
Survey participants were then asked to rate the level of difficulty they experienced when hiring selected skills over 
the last 12 months (03/01/13–02/28/14) using a five-point scale (from “not at all difficult” to “extremely difficult”). 
The following table presents the aggregated results from all respondents in North America. The key findings are 
summarized as follows: 

• Similar to last two years’ results, JAVA remains the skill most frequently rated as moderately to extremely 
difficult-to-recruit.  

• The rankings for most skills were lower than reported in last year’s survey, such as project management (from 
#1 last year to #5 this year), SharePoint (from #2 last year to #10 this year), business intelligence/analytics 
(from #2 last year to #3 this year), Information Technology Infrastructure Library (ITIL) (from #5 last year to 
#16 this year), MS SQL server (from #3 last year to #7 this year), mobile applications and device 
management (from #4 last year to #7 this year), Unix (from #5 last year to #8 this year), security (from #2 last 
year to #3 this year), Microsoft.NET (from #3 last year to #4 this year), and IT compliance (from #9 last year to 
#10 this year).  

• There were a couple of skills that were ranked higher than last year, including Oracle (from #4 last year to #2 
this year) and Web 2.0 (from #9 last year to #7 this year). 

• There were a couple of skills where rankings remained at the same places, including web services (#6 in both 
years) and SAP (#10 in both years) 

• Virtualization was not selected by participants last year as a difficult-to-recruit skill. It was ranked #9 on this 
year’s list.   

• Several new skills were added to this year’s survey list, including behavioral science, business relationship 
management, cloud sourcing management, digital marketing, digital anthropology, and electronic heath 
records/electronic medical records. Because these were less frequently reported skills being recruited over 
the last 12 months, they were also ranked relatively low on this list. 
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The analyses of the data by country show different rankings for the US and Canadian markets. It should be noted 
that due to a relatively small sample size, these results may not be representative of actual market conditions. 
Here are the key findings:  

• Based on the responses from 64 US organizations, Oracle surpassed JAVA and ranked #1 on the list by 48% 
of respondents followed by JAVA (47%), security (39%); business intelligence/information analytics and 
Microsoft.NET (tie, 38%); mobile applications and device management, Unix, and web services (tie, 34%); 
web 2.0 (33%); MS SQL server (30%); project management and virtualization (tie, 31%); IT compliance and 
Linux (tie, 28%); and SharePoint (27%).   

• The responses from 22 Canadian organizations indicate that business intelligence/information analytics 
(reported by 41% respondents) switched positions with project management and moved into the #1 spot this 
year from the #2 spot last year. Project management this year was reported by 36% respondents as the 
second difficult-to-recruit skill, tied with security skill. There were other skills reported as moderately to 
extremely difficult-to-recruit, such as, MS SQL server (32%), JAVA (27%); Microsoft.NET, SAN, SAP, service-
oriented architecture, web 2.0, and web services (tie, 23%); mobile applications and device management, 
Oracle, SharePoint, visual C#.NET, and VoIP (tie, 18%).  

 
IT SKILLS REPORTED AS MODERATELY TO EXTREMELY DIFFICULT TO RECRUIT 
(03/01/2013–02/28/2014) 
Ranking Skill Percentage of 

organizations rating 
skill as difficult* 

1 JAVA (e.g., JAVA EE, JAVA ME) 42% 

2 Oracle 41% 

3 Business intelligence/information analytics (e.g., predictive analytics) 38% 

3 Security 38% 

4 Microsoft.NET 34% 

5 Project management 33% 

6 Web services (e.g., SOAP, WSDL) 31% 

7 Mobile applications and device management 30% 

7 MS SQL server 30% 

7 Web 2.0 (e.g., Ajax, REST, RIA) 30% 

8 Unix (e.g., AIX, HP-UX, Solaris) 29% 

9 Virtualization (e.g., VMWare) 26% 

10 IT compliance (e.g., Basel II, HIPAA, SOX) 24% 

10 SAP 24% 

10 Service-oriented architecture (SOA) 24% 

10 SharePoint 24% 

11 Linux 23% 

12 VoIP (e.g., MGCP, RTP, SIP) 22% 

13 Cloud computing (e.g., Iaas, PaaS, SaaS) 21% 

13 SAN (Storage Area Network) 21% 

13 Visual C#.NET 21% 

14 Customer Relationship Management (CRM) 20% 

15 Business analysis 19% 
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Ranking Skill Percentage of 

organizations rating 
skill as difficult* 

15 Cisco 19% 

16 Information Technology Infrastructure Library (ITIL) 17% 

16 PeopleSoft 17% 

17 Open source tools (e.g., Apache, Eclipse, JBoss) 16% 

18 Business relationship management 15% 

18 Master Data Management (MDM) 15% 

19 Digital marketing 14% 

19 Supply Chain Management (SCM) 14% 

20 Electronic Health Records (EHRs)/Electronic Medical Records (EMRs) (e.g., 
meaningful use, ICD-10) 

12% 

21 Hadoop (e.g., HBase, HDFS, MapReduce) 9% 

21 Visualization 9% 

22 Enterprise social & collaboration software  8% 

23 Cloud sourcing management 7% 

24 NoSQL 5% 

25 Behavioral science 3% 

25 Digital anthropology 3% 

Based on responses from 86 organizations, including 22 Canadian respondents and 64 US respondents. 
*Percentage of organizations that rated the skill as “moderately difficult” to “extremely difficult” to recruit for. 

 
“Moderately difficult” ratings were then excluded from the responses for each skill and the percentages 
recalculated to determine which skills were significantly more difficult to recruit during this survey period. The 
following table presents the new rankings derived from this analysis of all responses received in the US and 
Canada combined. The key findings are summarized as follows: 

• Business intelligence/information analytics rises to the top of this second list followed by JAVA (from #1 last 
year to #2 this year for the same analysis) and Oracle (#2 last year and this year).  

• There were a number of skills that moved up in ranking in this analysis. For example, mobile applications and 
device management from #7 on the previous list to #3 on this second list, service-oriented architecture from 
#10 to #3, and SAP from #10 to #5. 

• There were a number of skills that moved down in ranking in this analysis. For example, security from #3 on 
the previous list to #4 on this second list, project management from #5 to #7, and MS SQL server from #7 to 
#8. 

• After excluding the moderate ratings, NoSQL was no longer shown on this second list, which means that no 
organization rated it as “very difficult” to “extremely difficult” to recruit during this survey period. 

Additional analyses of this data by country show the following different rankings of the top “very difficult” and 
“extremely difficult” to hire skills in the US and Canadian markets respectively. It should be noted that due to a 
small sample in both countries, the skill demand data may be skewed because of the unique business and 
technology context represented by responding organizations. These results should therefore be viewed as 
directional and may not be representative of the actual trends and practices in the respective market surveyed.  
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• Based on responses from 64 US organizations, Oracle remains the top skill most frequently rated as “very 

difficult” to “extremely difficult” to recruit (20%) followed by business intelligence/information analytics (19%) 
and JAVA (17%); Microsoft.NET and mobile applications and device management (tie, 16%); security, 
virtualization, and web services (tie,13%); cloud computing, PeopleSoft, service-oriented architecture, and 
Unix (tie, 9%). About 8% of respondents rated the following skills as “very difficult” to “extremely difficult” to 
recruit: customer relationship management, digital marketing, Hadoop, Linux, open source tools, SAN, SAP, 
SharePoint, visual C#.NET, and web 2.0.   

• Based on responses from 22 Canadian organizations, business intelligence/information analytics remains in 
the #1 spot on this second list (23%). Service-oriented architecture rose from the #5 spot on the previous list 
to #1 on this second list for Canada. SAP also moved from the #5 to the second place on this list (18%). 
About 14% of respondents rated MS SQL server, project management, and visual C#.NET as “very difficult” 
to “extremely difficult” to recruit over the last 12 months. There were only a couple of respondents (9%) who 
rated the following skills as “very difficult” to “extremely difficult”: JAVA, security, SharePoint, supply chain 
management, VoIP, web 2.0, and web services.  

 
IT SKILLS REPORTED AS VERY DIFFICULT TO EXTREMELY DIFFICULT TO RECRUIT 
(03/01/2013–02/28/2014) 
Ranking Skill Percentage of 

organizations rating skill 
as very difficult* 

1 Business intelligence/information analytics (e.g., predictive analytics) 20% 

2 JAVA (e.g., JAVA EE, JAVA ME) 15% 

2 Oracle 15% 

3 Microsoft.NET 13% 

3 Mobile applications and device management 13% 

3 Service-oriented architecture (SOA) 13% 

4 Security 12% 

4 Web services (e.g., SOAP, WSDL) 12% 

5 SAP 10% 

5 Virtualization (e.g., VMWare) 10% 

6 Visual C#.NET 9% 

7 Project management 8% 

7 SharePoint 8% 

7 Unix (e.g., AIX, HP-UX, Solaris) 8% 

7 Web 2.0 (e.g., Ajax, REST, RIA) 8% 

8 Cloud computing (e.g., Iaas, PaaS, SaaS) 7% 

8 Digital marketing 7% 

8 Hadoop (e.g., HBase, HDFS, MapReduce) 7% 

8 MS SQL server 7% 

8 PeopleSoft 7% 

8 SAN (Storage Area Network) 7% 

9 Customer Relationship Management (CRM) 6% 

9 Linux 6% 

9 Open source tools (e.g., Apache, Eclipse, JBoss) 6% 
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Ranking Skill Percentage of 

organizations rating skill 
as very difficult* 

9 VoIP (e.g., MGCP, RTP, SIP) 6% 

10 Business analysis 5% 

10 Cisco 5% 

10 IT compliance (e.g., Basel II, HIPAA, SOX) 5% 

10 Supply Chain Management (SCM) 5% 

11 Electronic Health Records (EHRs)/Electronic Medical Records (EMRs) (e.g., 
meaningful use, ICD-10) 

3% 

11 Information Technology Infrastructure Library (ITIL) 3% 

12 Enterprise social & collaboration software  2% 

12 Master Data Management (MDM) 2% 

13 Behavioral science 1% 

13 Business relationship management 1% 

13 Cloud sourcing management 1% 

13 Digital anthropology 1% 

13 Visualization 1% 

Based on responses from 86 organizations, including 22 Canadian respondents and 64 US respondents. 
*Percentage of organizations that rated the skill as “very difficult” to “extremely difficult” to recruit for. 
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6.2 Offering premium pay and retention bonuses for “hot” skills 
Skills that are in high demand may require employers to be willing to pay more to recruit the candidates with the 
level of skills they need. Such premiums may either be priced into the base salary, which is often targeted at a 
higher market percentile for hiring skilled candidates, or it may be delivered through a bonus program. The latter 
is more often recommended because it minimizes the chance of turning premium pay into an entitlement and also 
helps control costs when treated as variable pay versus fixed base salary. In either case, after implementing the 
premium pay practice, CIOs and HR leaders need to regularly review and update the list of eligible skills and 
individuals (who typically applies the skill at least 50% of time in performing their role), to ensure the program 
continues to support the organization’s need to attract and retain talent with critical and difficult-to-hire skills.  

To gain an understanding of the current IT skill premium practice in the US and Canadian markets, survey 
participants were asked to identify which skills they offered a skill premium over the last 12 months and by what 
amount. The following table presents the aggregated responses by skill for North America. The key findings are 
summarized as follows. Due to a small sample, these results should be viewed only as directional and may not be 
representative of actual market trends and practices.  

• Compared to last year’s survey results, across all skills surveyed, more organizations reported paying skill 
premiums this year than last year.    

• The results show that IT professionals possessing skills in big data (e.g., Hadoop), information/data 
management (e.g., master data management, business intelligence/information analytics), ERP (e.g., SAP, 
PeopleSoft, Oracle), security, and web services were more frequent recipients of skill premium pay.  

• The amount of skill premium paid over the last 12 months varies across different skills, from 3% to 38% of 
annual base salary.     

SKILL PREMIUM PAID AS A PERCENTAGE OF BASE SALARY 
Skill Offering premium Premium paid (% of base salary) 

Percentage 
of orgs1 N P25 Median P75 N 

Business analysis 4% 53 -- -- -- 1 

Business 
intelligence/information 
analytics (e.g., predictive 
analytics) 

22% 50 5.0% 10.0% 20.0% 7 

Business relationship 
management 

8% 25 -- -- -- 1 

Cisco 10% 39 -- 10.0% -- 4 

Cloud computing (e.g., Iaas, 
PaaS, SaaS) 

7% 28 -- -- -- 2 

Customer Relationship 
Management (CRM) 

10% 31 -- 10.0%* -- 3 

Digital marketing 19% 26 -- 10.0% -- 4 

Electronic Health Records 
(EHRs)/Electronic Medical 
Records (EMRs) (e.g., 
meaningful use, ICD-10) 

8% 12 -- -- -- 0 

Hadoop (e.g., HBase, HDFS, 
MapReduce) 

45% 11 -- 10.0%* -- 3 
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Skill Offering premium Premium paid (% of base salary) 

Percentage 
of orgs1 N P25 Median P75 N 

Information Technology 
Infrastructure Library (ITIL) 

3% 32 -- -- -- 1 

IT compliance (e.g., Basel II, 
HIPAA, SOX) 

6% 31 -- -- -- 0 

JAVA (e.g., JAVA EE, JAVA 
ME) 

18% 51 5.8% 12.5% 18.8% 8 

Linux 9% 34 -- 8.7%* -- 3 

Master Data Management 
(MDM) 

31% 13 -- 15.0%* -- 3 

Microsoft.NET 13% 46 5.0% 7.0% 10.0% 6 

Mobile applications and device 
management 

14% 35 -- 10.0% -- 4 

MS SQL server 6% 53 -- 8.3%* -- 3 

Open source tools (e.g., 
Apache, Eclipse, JBoss) 

15% 20 -- 8.7%* -- 3 

Oracle 16% 50 4.9% 9.0% 10.0% 6 

PeopleSoft 30% 23 5.0% 8.0% 10.0% 7 

Project management 8% 62 -- 7.0%* -- 3 

SAN (Storage Area Network) 17% 23 -- 16.7%* -- 3 

SAP 22% 27 -- 12.5% -- 4 

Security 21% 48 7.0% 12.5% 18.8% 8 

Service-oriented architecture 
(SOA) 

10% 29 -- 8.3%* -- 3 

SharePoint 9% 46 -- 8.0% -- 4 

Supply Chain Management 
(SCM) 

10% 20 -- -- -- 2 

Unix (e.g., AIX, HP-UX, Solaris) 13% 40 7.0% 10.0% 12.5% 5 

Virtualization (e.g., VMWare) 13% 31 -- 12.5% -- 4 

Visual C#.NET 12% 33 -- 8.0% -- 4 

Visualization 18% 11 -- -- -- 1 

VoIP (e.g., MGCP, RTP, SIP) 7% 28 -- -- -- 2 

Web 2.0 (e.g., Ajax, REST, RIA) 10% 31 -- 11.7%* -- 3 

Web services (e.g., SOAP, 
WSDL) 

21% 34 5.0% 10.0% 15.0% 7 

1Percentage of organizations that offered a premium to any individuals that were recruited into the above skills.  
*Average reported; data insufficient to display the median. 
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Survey participants were also asked if they offer retention bonuses for “hot” skills. The following table summarizes 
the percentage of organizations offering retention bonuses by skill. The results indicate that skill-based retention 
bonus practices are rare among the organizations that participated in this year’s survey. It may be in part due to 
some organizations using skill premium pay to also achieve retention objectives. Only a couple of organizations 
reported paying both skill premium and retention bonus for selected skills such as Cisco and SAP. When offered, 
the retention bonus amounts range from 5% to 38% of annual base salary. For the few organizations that reported 
paying retention bonuses for SAP skills, the average retention bonus for the last 12 months was 21.7% of annual 
base salary.    

PERCENTAGE OF ORGANIZATIONS OFFER RETENTION BONUS FOR “HOT” SKILLS 
Skill Percentage of organizations 

offering retention bonus1 N 
Business intelligence/information analytics (e.g., predictive analytics) 4% 50 

Cisco 3% 40 

Hadoop (e.g., HBase, HDFS, MapReduce) 9% 11 

IT compliance (e.g., Basel II, HIPAA, SOX) 3% 31 

JAVA (e.g., JAVA EE, JAVA ME) 2% 52 

Linux 3% 34 

Master Data Management (MDM) 8% 13 

Microsoft.NET 2% 46 

Mobile applications and device management 3% 35 

Oracle 2% 50 

Project management 2% 62 

SAP 11% 27 

Security 4% 49 

Supply Chain Management (SCM) 5% 20 

VoIP (e.g., MGCP, RTP, SIP) 3% 29 

Web services (e.g., SOAP, WSDL) 3% 34 
1Percentage of organizations that offered a retention bonus to any individuals that were recruited into the above jobs. 
98 organizations didn’t offer retention bonus over the last 12 months (03/01/13–02/28/14). 

 
Skill premium pay and retention bonus programs should be deployed selectively for attracting and retaining 
critical, scarce, and highly skilled IT talent. It is important for CIOs and HR leaders to fully understand the costs 
and benefits of maintaining these types of programs, carefully assess the organization’s current and future skill 
needs, and determine when, where, and for what purpose should these types of programs be implemented to 
effectively acquire and retain IT talent with skills and competencies that are critical to the success of the IT 
organization and the business in the new digital era.   
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6.3 Future IT skill retention plans and emerging skills  
Survey participants were also asked to indicate which three IT skills they would like to retain over the next 12 
months (03/01/14–02/28/15). As shown in the following table, top skills rated difficult-to-hire during the last 12 
months are also the skills that organizations want to retain in the next 12 months. This implies an overall criticality 
of these IT skills to effectively execute IT strategies within the responding organizations. The key findings from 
analyses of this data by country are summarized as follows:  

• Based on responses from 76 US organizations, consistent with last year’s results, security remains the most 
frequently reported skill to be retained in the next 12 months (25%); project management (24%) continues to 
be the #2 skill to be retained on this year’s list followed by business intelligence/information analytics, and 
mobile applications and device management (21% each), JAVA (18%), business analysis (16%), 
Microsoft.NET and Oracle (14% each), and SharePoint (13%). 

• Based on responses from 24 Canadian organizations, business intelligence/information analytics was the 
most frequently reported skill to be retained (38%) followed by project management (33%), SharePoint (29%), 
security (27%); business analysis, business relationship management, and SAP (17% each); information 
technology infrastructure library, Oracle, virtualization, and web 2.0 (13% each).  

Some organizations also listed additional skills they wanted to retain but were not on the survey list, such as 
enterprise architecture, cyber security, salesforce.com, Ruby, Cucumber, energy trading & risk management 
applications development, and configuration. CIOs and HR leaders must regularly review and closely monitor the 
market trends of those skills that are increasingly in high demand and are also difficult to recruit in the market, 
such as business intelligence/information analytics, cyber security, mobile applications and device management, 
and web development related skills (e.g., JAVA, Microsoft.NET) so that preventative plans of actions can be 
deployed to protect IT investments in these skills areas.  

TOP SKILLS TO RETAIN DURING THE NEXT 12 MONTHS (03/01/14–02/28/15) 
Ranking by reported 
frequency 

Forecasted top skills to retain Percentage of 
organizations 

1 Project management 26% 

2 Business intelligence/information analytics (e.g., predictive analytics) 25% 

3 Security 24% 

4 Mobile applications and device management 17% 

4 SharePoint 17% 

5 Business analysis 16% 

6 JAVA (e.g., JAVA EE, JAVA ME) 15% 

7 Oracle 14% 

8 Microsoft.NET 12% 

9 SAP 10% 

10 MS SQL server 9% 

11 PeopleSoft 8% 

12 Business relationship management 7% 

12 Digital marketing 7% 

12 Service-oriented architecture (SOA) 7% 

13 Cloud computing (e.g., Iaas, PaaS, SaaS) 6% 

13 Customer Relationship Management (CRM) 6% 
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Ranking by reported 
frequency 

Forecasted top skills to retain Percentage of 
organizations 

13 Electronic Health Records (EHRs)/Electronic Medical Records (EMRs) 
(e.g., meaningful use, ICD-10) 

6% 

14 Visual C#.NET 5% 

14 Web 2.0 (e.g., Ajax, REST, RIA) 5% 

15 Cisco 4% 

15 Cloud sourcing management 4% 

15 Information Technology Infrastructure Library (ITIL) 4% 

15 IT compliance (e.g., Basel II, HIPAA, SOX) 4% 

15 SAN (Storage Area Network) 4% 

15 Virtualization (e.g., VMWare) 4% 

16 Master Data Management (MDM) 3% 

17 Enterprise social & collaboration software  2% 

17 Linux 2% 

17 Supply Chain Management (SCM) 2% 

17 Unix (e.g., AIX, HP-UX, Solaris) 2% 

17 Visualization 2% 

17 Web services (e.g., SOAP, WSDL) 2% 

18 Behavioral science 1% 

18 Hadoop (e.g., HBase, HDFS, MapReduce) 1% 

18 Open source tools (e.g., Apache, Eclipse, JBoss) 1% 

18 VoIP (e.g., MGCP, RTP, SIP) 1% 

Based on responses from 100 organizations, including 24 Canadian respondents and 76 US respondents. 

 
Survey participants were also asked to provide information on any new/emerging IT skills that they anticipated to 
staff in their organization by 2016 and later. The responses from the 19 responding organizations indicate that the 
future staffing plans will be focused on skills required to further exploit the value of Nexus of Forces in building the 
digital business as well as managing technology risks in the new digital era:  

• Cloud computing, such as salesforce development and administration, and cloud capacity management. 

• Social and mobile technologies, such as social networking integration engineering, mobile applications 
development, mobile device management, web applications development, UI design, user experience 
management, and digital anthropology. 

• Information/big data management, such as Hadoop, big data engineering/design, predictive analytics, 
enterprise content management, data mining, and BI engineering. 

• Security & risk management, such as ethical hacking and IT risk management.    
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7. DEVELOP YOUR 2014–2015 ACTION PLANS TO 
BUILD A DIGITAL-CAPABLE IT WORKFORCE 

Technologies will continue to play an essential role in the world of digital business. However, business growth 
objectives will go unmet if CIOs and IT leaders ignore the talent and expertise that are critical to the success of 
digital business. The temptation for many IT organizations in building the digital business will be to focus on 
technologies first and foremost rather than on people. Investing in technology capabilities without investing more 
in people who understand them, define them, and shape them will pose significant risk to the long-term success of 
the digital business. Building and sustaining a successful digital business requires transformational change in the 
culture, mindset, and workforce capabilities. CIOs and HR leaders must renew IT talent strategy and programs to 
acquire, nurture, and develop requisite workforce skills and competencies to make the shift.  

For the next 12 months, CIOs and HR leaders can use the following action items to identify key areas they should 
focus on to effectively source, acquire, and retain a right-skilled IT workforce for the digital business.   

Develop a roadmap that prioritizes investments in transitioning IT skills profiles for the digital 
business  
Each new digital technology that the enterprise invests in will require properly skilled technical resources (internal 
or external) to develop, manage, and maintain the asset from its inception to decommission. When determining 
the timing of investments in new technology skills, CIOs and IT leaders need to factor in the organization’s 
technology adoption profile (aggressive, mainstream, or conservative) to build a skills roadmap that aligns with the 
digital business strategies and change plans. When investing in developing skills internally or acquiring new 
resources externally for newly emerged technologies, especially consumer-oriented technologies such as social 
and mobile, consider targeting young talent and digital native demographics who are often the early adopters with 
strong aptitude in acquiring these new skills.  

Develop plans to disinvest in legacy systems and associated skills as they are replaced by new 
technologies and resources  
When determining where to prioritize and invest in upskilling and reskilling existing staff, take into account the 
criticality of a technical skill set to the organization (strategic or core capabilities), the turnover or retirement risk of 
the current staff population, and the overall availability of the skills in the market. CIOs and IT leaders can, in fact, 
actively influence the future supply of skilled talent through proactive upskilling, reskilling, and redeployment of 
existing staff resources to close their skills gaps, taking advantage of their cultural fit and business knowledge. 
Reskilling and redeployment of the workforce also help create a culture of continuous learning and build a more 
agile IT organization that can adapt to changing technology and business landscapes. 

A key success factor for an effective reskilling effort is to establish criteria for assessing and selecting staff to 
ensure they have the aptitude and interest to be successfully reskilled and redeployed. Criterion-based selection 
is also useful in deciding which candidates for reskilling will achieve the closest alignment between organizational 
needs and individual aspirations. Here, business drivers and strategic IT investments must be considered first. 
Then, based on the organizational direction, reskilling opportunities can be identified for the right individuals. The 
following graphic illustrate a simple criterion-based selection framework. 
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SELECTING INDIVIDUALS FOR RESKILLING AND REDEPLOYMENT BASED ON FIT 
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Provides a balance in usage of skill sets: 
• Is capable but not interested in learning new skills. 

Recommended actions:  
• Minimize the time spent on this skill. 

• Create variety in work assignments. 

• Provide opportunities, as available, to expand this 
individual's skill sets into desired areas. 

 
 

 
Shows high fit for reskilling: 
• Is keen to learn. 

• Acquires new skills quickly. 

• Achieves high standards. 

Recommended actions:  
• This individual can support the training of others. 

 

 
Shows low fit for reskilling: 
• Is not interested. 

• Is not capable. 

Recommended actions: 
• This individual may need to be redeployed or to exit. 
 

 
Requires counsel and direction: 
• Is interested in learning the skill. 

• Is weak in personal ability. 

Recommended actions:  
• This individual may need a role change. 

• This individual may require guidance through a 
buddy or mentor. 

• Review the progress of this individual. 
 

 Low                                                             Interest                                                              High 

 
Assess and improve the effectiveness of workforce strategies and talent management 
practices 
IT organizations that are committed to consistently investing in time and resources to refresh their workforce 
strategies and enhance their talent management practices to support the changing business context and 
objectives will be well positioned to achieve and sustain improvements in performance. Start by assessing what’s 
working and what’s not. Review and assess how current IT talent strategies and programs contribute to effective 
sourcing, development, engagement, and retention of a skilled workforce required for building the digital business. 
Complete the following workforce management capability assessment tool with the IT leadership team and 
possibly midlevel management staff who have direct responsibilities in the execution of talent practices on a daily 
basis. Use the results of this assessment, along with the reviews of HR effectiveness and workforce performance 
metrics, to prioritize areas of focus for the IT leadership and management team to take action on improving 
workforce program effectiveness.   
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SAMPLE WORKFORCE MANAGEMENT CAPABILITY ASSESSMENT TOOL      
No. Statement Don’t 

know 
Strongly  
disagree 

Strongly   
agree 

Priority 
(H,M,L)

Workforce Planning 
1. We have effective governance framework and processes for 

business demand, planning, prioritization and management. 
       

2. We have established strategies for addressing unplanned 
demand. 

       

3. We have a formalized IT workforce planning process that is 
aligned and prioritized against IT strategic priorities for 
short-, mid- and long-term. 

       

4. We have established a skills inventory to regularly assess 
our bench strength and help determine skills sourcing and 
development needs. 

       

5. We invest in workforce analytics and planning tools to help 
us make informed decisions. 

       

Sourcing and Recruitment 
1. Our sourcing strategy enables us to build a flexible staffing 

model with a right mix of in-house staff and contractors or 
consultants. 

       

2. We have up-to-date job descriptions that clearly define the 
profiles of talent we need (knowledge, skills, competencies 
and performance). 

       

3. We look internally first for potential candidates to fill critical 
roles. 

       

4. We effectively use multiple recruiting channels for attracting 
and sourcing targeted demographic or skills profiles of 
candidates. 

       

5. We have an efficient recruitment process to fill vacancies in 
a timely manner. 

       

Training and Development 
1. We have a career development framework that defines 

career levels, accountabilities, competencies and road maps 
or paths for career advancement. 

       

2. Our employees have the right skills and competencies to 
perform their jobs competently. 

       

3. We conduct succession planning for key roles in the 
organization. 

       

4. We allocated time and budget for training and development 
activities. 

       

5. Managers have the skills and competencies to effectively 
coach and mentor their staff. 

       

Engagement and Retention 
1. Employees have a good understanding of the mission, 

vision, strategy and goals of the organization. 
       

2. Open and honest communication is embraced by 
management and staff alike. 

       

3. We use employee surveys to get a regular pulse on 
employee engagement and job satisfaction levels. 

       

4. Employees are satisfied with our compensation and benefits 
package. 

       

5. Our performance management and reward systems support 
a pay-for-performance culture. 
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Monitor employee engagement levels and deploy reward practices to target a mix of extrinsic 
and intrinsic factors that drive retention of a multi-generational workforce 
The best of the best companies have a forward focus and constantly review and refine their talent recruitment and 
retention strategies and practices to actively plan, source, attract, engage, reward, and retain talent they need at 
all times. As the IT organization faces the challenge of disruptive forces internally and externally, in addition to 
understanding job market trends, this is also the perfect time to re-assess the IT workforce engagement levels. An 
employee engagement survey provides CIOs and HR leaders with input and feedback from employees on what’s 
working, what’s not, and what they value (see the Loto-Québec case study on the use of employee engagement 
survey to guide the development of recognition programs in section 8). CIOs and HR leaders can design a custom 
survey for the IT organization or can commission a third-party organization such as Mercer, Gallup, or 
BlessingWhite to leverage their standard engagement survey tools. Some key areas to cover in an employee 
engagement survey include: 

• Mission, vision, and values. 

• Leadership. 

• Rewards. 

• Work-life balance. 

• Opportunities for growth.  

• Culture, diversity and work environment. 

• Communications and feedback. 

The following table presents some sample statements for an employee engagement survey. 
 
SAMPLE STATEMENTS FOR AN EMPLOYEE ENGAGEMENT SURVEY 
No. Statement Strongly  

disagree 
Strongly   

agree 
1. I have a good understanding of the mission, vision, strategy, 

and goals of the organization. 
     

2. I understand how my work directly contributes to the overall 
success of the organization. 

     

3. Leaders lead by example in my organization.      

4. We have an open door policy.      

5. I’m satisfied with my compensation and benefit package.      

6. I’m recognized for doing a good job.      

7. I know what is expected of me at work.      

8. My talent is valued in the organization.      

9. Cultural diversity is respected in my organization.      

10. I have a good working relationship with my supervisor.      

11. My supervisor understands my needs for work-life balance.      

12. My work is challenging and rewarding.       

13. My manager is supportive of my development needs.      

14. I receive constructive feedback from my manager and peers 
which helps me to improve my performance. 

     

15. Senior leaders are effective in timely communication of 
critical business information. 
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The engagement survey results can provide insights into the extrinsic hygiene factors and intrinsic motivators 
(based on Frederick Hertzberg’s two-factor theory) that contribute to the motivation and engagement and 
retention of the workforce. Analyze the results by demographic profiles (e.g., age and gender) to reveal any 
differentiation in practices and approaches required to support the diversity of workforce needs.   

Extrinsic hygiene factors:   

• Salary and benefits. 

• Communications. 

• Company pride. 

• Job security. 

• Management and supervision. 

• Interpersonal relations. 

• Company policies and administration practices. 

• Work conditions. 

Intrinsic motivators:  

• Nature of work (job assignment/responsibilities). 

• Autonomy and freedom. 

• Personal growth and advancement. 

• Recognition. 

• Sense of purpose. 

Refresh recruitment strategies and pilot new approaches to source and find new talent 
Critical new skills are scarce — and their uneven distribution around the world is forcing companies to develop 
innovative new ways to find people, develop capabilities, and share expertise. CIOs and HR leaders need to re-
evaluate the effectiveness of existing recruitment processes and identify new approaches that can not only widen 
the access but also accelerate the speed of reaching the right skilled talent when in need.  

The use of social media, such as LinkedIn, Facebook, Twitter, and YouTube can help broaden the reach to a 
large and diverse pool of candidates, especially for IT organizations targeting younger generations and new 
graduates to build the pipeline of future talent. Staying connected and building a talent pipeline through different 
social networks and communities require investments of resources and time. It is therefore important be selective 
in what you choose to explore and invest in and try to focus on a few sources or approaches that match the 
organization’s current talent profiles and future talent needs the most.  

It’s also important for CIOs and HR leaders to enhance their corporate website and improve its effectiveness in 
attracting and engaging future applicants. Incorporate multi-media and multi-interfaces, such as video clips, chat 
rooms, blogs, and links to corporate pages on social media sites so that applicants can interact and engage with 
hiring managers, recruiters and current employees as a means to learn about the company, culture, work 
environment, and people.  
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As the development of digital business picks up speed, traditional staffing approaches, such as hiring permanent 
staff through professional recruiters or online job boards, or leveraging skills of consultants, contractors or other 
outsourced service partners will not suffice the accelerated demand for new digital skills and expertise. Where 
relevant to the digital business strategy and objectives, CIOs and HR leaders should explore and evaluate new 
approaches, such as crowdsourcing, mining external communities of expertise and open forums, and the 
acquisition of small companies or startups (acqui-hiring) to source, acquire, and build the IT workforce for the 
digital future of the business.     

Effective retention starts with recruitment. The pace of change in technologies will continue to accelerate. Now 
more importantly than ever, IT organizations need to source and acquire talent for their cultural fit and the ability 
to learn and transfer their skills, experience, and values to the new technologies and new paths to the digital 
business of the future.   
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8. CASE STUDIES 

8.1 Loto-Québec 
Founded in 1969 by the Government of Québec, Loto-Québec is a public corporation whose mandate is to 
oversee activities surrounding games of skill and chance in the province and to lessen organized crime’s control 
of these activities. The corporation offers lottery games, bingos, and gaming activities in its four casinos which are 
managed by one of its subsidiaries, Société des casinos du Québec (SCQ). All profits from gaming businesses 
are returned to the community in the form of public services provided by the government. Loto-Québec strives to 
maintain balance between its economic mission and social responsibility to the government and the people of 
Québec, which is a top priority. The organization currently employs a total of 6,368 people, including 4,864 in 
SCQ and 575 in IT.  

Tailoring three recognition programs to match different organizational cultures and motivational 
needs  
Every two years Loto-Québec conducts a company-wide employee survey which evaluates overall engagement 
level, as well as solicits employee feedback on the effectiveness of management practices and different HR 
programs, including recognition practices. The company started to focus on employee recognition back in 2006 
when it launched a culture transformation initiative in its casinos, aimed at creating an environment where every 
employee strives to deliver the highest quality of service to customers.  

Loto-Québec organizational development, in collaboration with its casinos’ HR department, designed and 
implemented a recognition program to help drive and reinforce desired behavioral change throughout the casinos. 
“The recognition program has been well received by casino employees since its inception. However, several 
years into the program, through an organizational employee survey, we discovered that employees in our 
corporate offices and other subsidiaries needed something similar to support their need for recognition,” says 
Claudine Bishop, organizational development advisor in HR, responsible for designing, managing, and 
maintaining the company’s recognition programs. “Furthermore, employees told us that they wanted programs 
that are easily accessible and simple to use.”  

“We acted on the employee survey results and made sure that all our HR programs and practices continued to be 
in coherence with our mobilization plan driven by Loto-Québec values and business objectives.” In 2012, the 
company launched two new company-wide recognition programs. Together with the original program for casino 
employees, Bishop and the HR organizational development team ensured that the design of each recognition 
program effectively matched and supported different cultural context and engagement needs inside the corporate 
office and casinos. Bishop briefly explained the design, award criteria, and administration processes of their 
recognition programs.       

Excellence Gala (“Les prix d’excellence Loto-Québec”) is a new, annual company–wide recognition program. 
It recognizes and rewards individual and collective superior performance and outstanding contribution to Loto-
Québec’s objectives. The goal is to promote excellence throughout the organization.  

Individuals and teams who are nominated and qualified for the annual Excellence Gala must meet the following 
criteria of excellence:   

• Exceptional nature of the contribution. 

• Results and benefits of the contribution. 
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• Sustained effort and commitment to achieve expected results. 

• Demonstrated spirit of cooperation. 

• Exemplary role model actions or behaviors. 

There are five categories of awards for the Excellence Gala: 

1. Quality of service award for recognizing individuals who deliver exceptional services to internal or external 
clients. 

2. Inspiration award for recognizing individuals who demonstrate spirit of collaboration and teamwork or who go 
above and beyond defined objectives. 

3. Ingenuity award for recognizing individuals who do things differently and more efficiently. 

4. Commitment award for recognizing individuals who are devoted to improve quality of work life, environmental, 
or community engagement. 

5. Key project achievement award for recognizing the team who has delivered a key project for the organisation 
and is a role model in terms of team spirit and operation. 

A grand jury to select a winner is formed for each award category, consisting of two employee representatives, 
one manager, and a person outside the organization who has credible experience in that award category. The 
selection of grand jury members is done through running a contest on the intranet. Everyone can participate and 
compete in the contest for a spot on a grand jury of an award category. There is also a president of grand juries 
who oversees the overall program development and implementation.  

All nominated award finalists along with the company’s senior management team are invited to the annual 
Excellence Gala event during which the winner of each category is publically recognized for their outstanding 
performance and contribution to the organization. Winners are awarded with a trophy designed by local artists of 
the Loto-Quebec Collection. “While the awards are symbolic in nature, employees have great appreciation for the 
uniqueness and value of this art piece,” adds Bishop.  

“Thank you and Bravo” E-card Program (“Les bons coups”) is another new, day-to-day recognition program. 
It is deployed through the corporate intranet, accessible to all employees of Loto-Québec cooperatives and some 
subsidiaries. According to Bishop, the program is more frequently used by corporate teams who have easy 
access to computers at work. Everyone can create and send a virtual “Thank you” or “Bravo” e-card through the 
intranet portal to acknowledge a colleague who made an effort toward achieving organizational goals.  

Bishop further explained that the program has a set of guidelines which ensures every recognized action or 
behavior is client focused, of value to the organization, and in support of Loto-Québec’s overall business 
strategies and goals. “We discovered through our manager training program that employees value peer-to-peer 
recognition. On the other hand, we’re an environmentally-friendly organization. These two factors were behind the 
idea of the e-card program,” comments Bishop. For each e-card, employees can choose to copy the manager of 
the staff being recognized and any other colleagues they want to make the recognition message visible. All e-
cards and messages are stored in a database for easy online access and reviewed by managers as needed.   

Spotlight on Our Stars (“Lumière sur nos étoiles”) is the long-standing, day-to-day recognition program 
designed specifically for motivating and mobilizing casino employees to deliver high quality services to 
customers.“Our employees in casinos have one mission: surprise clients by exceeding their expectations and 
‘make their dreams come true,’” says Bishop. The recognition program is therefore aimed to enable and reinforce 
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the cultural change required and recognize those individuals who take actions in their daily job duties to fulfill the 
mission of excellence in service quality.  

There are three categories of actions to be recognized: 

1. Making customer dreams comes true. 

2. Making colleague dreams comes true. 

3. Notable contribution to the organization. 

To encourage employee participation in the program and make recognition a daily practice of everyone, a unique 
feature of the program is a category for recognizing individuals who take the time to capture those good actions 
taken by their peers and share with the rest of organization. “We call them the ‘dream catcher’ (‘capteur de rêve’),” 
explains Bishop. Employees can share good things they noticed on a daily basis and post them on the wall of 
fame. At the end of month, there is the “good action of the month” award selected from all good actions posted 
during that month. There is also the “good action of the year” award given at year end. The nominated employee 
is invited to an annual event.  

Refining program design to continuously support culture transformation and employee 
engagement 
Through the employee engagement surveys, the company collects data for evaluating the effectiveness and the 
impact of recognition programs implemented. According to Bishop, since the launch of the Excellence Gala and e-
card programs, there has been notable improvement in overall employee engagement based on the employee 
survey results. The level of active employee participation in a recognition program is an important measure of the 
program success. Bishop indicates, “It shows the program is serving the right purpose when you see employees 
take time to complete an e-card online and send it to their peers, and nominations for the Excellence Gala awards 
are made by employees and managers to recognize colleagues both inside and outside of their own subsidiaries.” 

Bishop and the project team use a variety of methods to identify areas in each program that need refinement and 
improvement. The team conducts a debriefing with managers after every Excellence Gala event to get feedback 
on the appropriateness of award categories in meeting their employee recognition needs. “Our intent is to create 
different categories not only to allow managers to recognize employees delivering results against defined 
objectives, but also to shift employees’ focus toward collaboration and teamwork behaviors that are important to 
high performance at the individual and team levels,” adds Bishop. “Providing managers with a variety of award 
categories to choose from, soliciting their input, and ensuring their appreciation of the program as part of their 
management practices is important to improving the effectiveness of the program.”  

The team also conducted mini surveys among employees invited to recognition events to gauge their satisfaction 
levels. “With employees actively involved in the grand jury selection for the Excellence Gala awards, employees 
have a say in the program evolution. That has a positive influence on employee engagement, ensuring the 
program meets employee expectations.” Since the Excellence Gala program is relatively new, Bishop doesn’t 
expect any major change to the program in the short term. “Because we want to recognize behaviors that are 
aligned to our business strategies, should there be any change to the strategies, we will make sure all those 
recognitions continue to support the recognition of right actions throughout the organization.”   

Bishop also commented on the importance of making these programs living practices throughout the organization. 
For example, the e-card program was very popular when it first launched. The team monitored the activities and 
noticed a gradual decrease in the amount of e-cards created in the system. To encourage employee participation, 
the team is making some enhancements to the intranet portal, including a monthly selection and presentation of 
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e-cards with photos of recognized staff members and descriptions of actions being recognized. “We know 
employees can walk to their colleagues’ cubicals to thank them in person, and we certainly support them on that 
action. We also use communications to let them know that the benefit of using e-cards is to assure greater 
visibility of their recognition effort.” The team is currently working on a toolbox for managers, accessible through 
the intranet portal. Managers will soon be able to review all e-cards created for their teams and select behavioral 
examples for storytelling and organizational value messaging in their communications.  

According to Bishop, there is a new transformation initiative in casinos which employees are asked not only to 
deliver customer service excellence but also become entertainment specialists. “We will need to refresh the 
recognition program to support the new behaviors required for employees to become entertainment specialists, 
encourage, and reinforce their behavioral change,” says Bishop. “After all, recognition programs can help us tell 
employees what the organization is looking for in terms of objectives and expectations for the cultural 
transformation.”   

Key success factors  
Managers are key factors in ensuring that the recognition practices live throughout the organization. “Managers 
have a crucial role and are accountable for incorporating recognition practices into their daily management 
practices,” states Bishop. Bishop further adds that giving recognition should be everyone’s responsibility. Senior 
management also plays a critical role in advocating and establishing a culture of recognition through their 
executive communications and making an effort in recognizing their managers’ exceptional performance. 
“Managers have a lot of things to address in their roles. You need to provide them with the right tools and training 
to properly apply recognition practices for improving staff performance.”   

To ensure ongoing, two-way communications, Bishop stresses the importance of allowing employees and 
managers to easily find information about the programs when needed. For every good action collected through 
the programs, the team also ensures that they are showcased as examples and communicated throughout the 
organization. There are multiple steps in the process of selecting the finalists for the annual Excellence Gala 
awards. The team has established a schedule for communications at each major step to keep employees and 
managers informed on the progress. Each program also has a branding logo for easy identification and access to 
related information on the intranet.  

Make the programs easy to access and simple to use.  Creating a nomination directly online is important to both 
employees and managers, who can then provide just-in-time acknowledgement of good actions and behaviors 
and make them immediately. Bishop advises designing tools that are accessible to the general employee 
population (e.g., intranet) and selecting criteria that are simple to understand and suited for day to day 
applications.  

Bishop closes by saying, “Above all, recognition programs must clearly define what behaviors are valued and 
important to the organization’s success, so that desired behavioral change can be reinforced and effectively 
institutionalized into the organization’s culture.”     
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8.2 Weber State University 
Weber State University (WSU) is a coeducational, publicly supported university offering professional, liberal arts, 
and technical certificates, as well as associate, bachelor’s and master’s degrees. Weber State University has 
multiple campuses primarily located in Ogden and Layton, Utah. 

Founded in 1889, the University has more than 25,000 students who study full and part time at the university. 
WSU takes pride in its quality teaching, its commitment to meeting the needs of students at every stage of life, 
and its ongoing service to the community. 

Transforming managers into leaders of the future 
Dr. Bret Ellis, Vice President of IT, after examining traditional leadership development practices in Information 
Technology, recognized the need to adopt a more aggressive approach to building the IT leaders that the 
university would need to progress in the changing field of higher education. Collaborating with his senior 
management team, they started on a journey over a year ago by first identifying and learning effective practices 
from the market (other industries) in developing a good leader. They wanted to understand what the essential 
elements and criteria were for an effective leader. 

The university has an overall IT staff of approximately 100 FTEs with 65 under the direct supervision of Ellis. 
However from a development standpoint, he has informally (through providing incentives for training participation) 
assumed responsibility because he believes all 100 IT professionals represent the core IT organization. 

Ellis started the process of transforming managers into future “leaders” of IT gradually through a mix of 
approaches from systematic discussions, book reviews, presentations and off-site meetings focused on various 
leadership topics. During the most recent spring retreat, the IT leadership took a deep dive into a book called 
“Start with Why: How Great Leaders Inspire Everyone to Take Action” written by Simon Sinek. According to Ellis, 
“We talked about how leaders need to understand the why of what we are doing as an organization and 
communicate this to staff because ultimately, this understanding for all will lead to greater job satisfaction.” 

The impetus that this book became was interesting and had a meaningful impact on the leadership development 
throughout the university. Ellis shared the book with the university president, Charles Wight. Two weeks later 
President Wight came back to his executive team, who are Ellis’ peers, and shared his enthusiasm for the 
principles conveyed in “Start with Why.” This helps to define the why for everyone and why the university exists 
and continues down to the divisions. “It created a way for everyone to understand why they exist and how that 
aligns with the university’s mission and vision. It was a really good exercise in helping the executive team and 
having a core reason and way to rally around together,” says Ellis. 

The full IT staff of 100 supports 10 business units who have a total of 25 managers with 10 under Ellis’ group. Due 
to previous promotion and development practices, employees were placed in management roles not necessarily 
based on a formal evaluation of leadership strength and potential. Ellis makes a clear distinction that a manager 
will manage people and sometimes projects and budgets, but that doesn’t make them a great leader or show they 
possess the ability to develop their staff. 

One of the goals Ellis’ had in this leadership development effort was to create a “great place to work” environment 
and enhance the competitiveness of the university in attracting and retaining talent. He recognizes that in higher-
ed, the competitive positioning is not going to be solely through salaries, which is too competitive in the northern 
Utah market, Ellis notes. There were several organizations that had opened in the area that were offering 
substantially higher salaries. According to Ellis, “Northern Utah in particular is one of the fastest growing 
development areas in IT. Our university has pretty good salaries, but we are still not competitive enough 
compared to those higher paying employers in the market.” He continues by sharing, “So I needed to find a way to 
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inform staff and candidates that, ‘unfortunately I may not be able to pay as much, but you are going to know what 
you need to do to move forward with your career to have great job satisfaction, and you will really find a way to 
contribute to the university.’ This is really about helping them find a great career and developing them 
professionally; it is not just about chasing the dollars.” 

To continue on the path of building the IT leadership, Ellis knew that he had to first understand each manager and 
leverage their strengths. His focus has been on leveraging their capabilities in the best ways possible. One of the 
other areas that had to be addressed was the process for promotions. In the past, to justify a promotion, the HR 
process required a change in the job description to reflect an increase in the number of people managed. Ellis 
knew that this traditional method was not going to be effective in building the leaders of tomorrow in IT. 

Two other members of this leadership project team, Shelly Belflower, Director of Academic Technologies, 
Training, and Planning and Ty Naylor, IT Marketing and Training Administrator, partnered with HR in the use of 
the Lominger Leadership Architect products to provide the tools and training to properly define and assess 
managers on the competencies they needed, namely the soft skills. To complement the competency assessment, 
they used the Mercer/Gartner Information Technology Compensation Survey to identify the technical skills, 
knowledge, and education required for each job. This process is well underway with the rollout out to begin this 
fall. The assessment has been done not only for the managers but employees as well. A baseline has been 
developed based on the job role, the manager’s evaluation of where the individual should be, and the employee’s 
self-assessment. 

The interest has been strong enough in this initiative that some managers have already started to have 
discussions with their employees on where they are, what is most important for their career, and what is needed 
for advancement. They have already started to collect and monitor metrics on the proficiency level for the 65 staff 
directly under Ellis. According to Ellis “This is exciting as we haven’t been able to do that before. This will be the 
first time we are able to formally measure our development efforts.”  

Building opportunities through formal career paths 
The assessment for both the managers and staff members was part of the larger effort of building formal career 
paths or as they refer to it, career ladders. The progression through the career paths was based on defined skills 
and competencies by job family. According to Ellis, defining the job families and the appropriate levels within each 
was not an easy task. However they were able to finally determine the appropriate technical and soft skills 
required to move from rung to rung. 

An interesting element of the career ladder is the addition of what Ellis calls “micro steps.” These steps are a 
series of approximately five to ten activities that if completed, provide the employee with a nominal bonus or some 
other means to incentivize them. Ellis calls them small carrots to keep staff motivated in progressing along the 
career path and see progress through relatively small accomplishments but still moving toward the more 
significant development goal. 

The career paths are constructed to visually look like a “Y.” The employee starts at the bottom of the Y and is 
called an associate (level 1). When the employee progresses to the next level, they become a named position (for 
example, for Applications Development it could be an Applications Developer). It is at this level that the employee 
can go left or right. The left moves an employee into the technical track (levels like Senior Architect), and to the 
right is the start of the management track (for example, Senior Manager, Director). The career pathing follows 
what is considered best practice which is that both paths (technical and management) top off at the same point. 
This enables technical staff to pursue the career that is the best fit for them without foregoing the maximum. 
advancement opportunities. 
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way. Ellis states that, “We want to see who can regularly deliver on important things and reward them accordingly. 
This will be the next part of our leadership development and one of our core goals.” 

When asked about how employees will be rewarded, Ellis makes it clear that it won’t be all about pay. The 
specifics are being worked out, but it may come in the form of time off or additional responsibilities or a sabbatical. 
“It will be dependent on what is important to the employee at a personal level,” says Ellis. 

The integration of Ellis’ career development efforts with other HR systems is a work in progress. He shares no 
concern with performance management as there is a natural linkage between the two. He believes that the 
recruitment part will be hard and that it will continually be a challenge to attract the younger generation who he 
believes are more focused on pay. Ellis acknowledges that their work is still in its infancy. Succession planning is 
another area of concern to Ellis. He closes by saying, “I can’t leave the university until I have at least two people 
who can potentially fill the void. I want to have someone who can carry on the vision that I believe is important.”  

 

© 2014 Mercer LLC 
September 

69 of 81



2014 MERCER/GARTNER IT JOBS AND SKILLS: BUILDING THE IT WORKFORCE OF THE FUTURE 
 
 
 

APPENDIX 

Participating organization/IT function profiles  
 
COUNTRY 

 
(N=111) 
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TYPE OF ORGANIZATION 

 
(N=111) 

Numbers do not total 100% due to rounding. 

 
TYPE OF OWNERSHIP 

 
(N=111) 
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The table below presents the profile of industries represented in this year’s survey. The specific industries have 
been grouped by industry sector for reporting purposes. The percentage shows the industry sector representation 
as it relates to the total survey sample size by number of participating organizations. 

SURVEY SAMPLE INDUSTRY GROUP REPRESENTATION 
Industry sectors Percentage of organizations 
Consumer Goods 5% 
Beverage and Tobacco 
Food 
Personal Care & Household Products 
Consumer Goods - Other or Combination 

 

Energy 10% 
Fully Integrated and Exploration and Production 
Services & Drilling  
Pipeline/Midstream 
Downstream 
Energy Trading  
Utilities 
Engineering, Procurement & Construction 

 

Financial Services 15% 
Consumer Finance & Retail Banking 
Diversified Banking 
Investment, Trust & Private Banking 
Financial Services Operations 
Diversified Financial Organizations 
Other Financial Services 

 

High Tech 8% 
Electronic Instruments & Equipment  
IT Back Office Service (ITO) 
IT Consulting Services & Solutions  
Business End User Applications  
Consumer End User Applications 
Systems Software  
Internet Services  

 

Insurance 15% 
Nonlife Insurance (excluding Health & Medical) 
Health & Medical 
Combination Life & Nonlife Insurers 

 

Life Sciences 2% 
Pharmaceutical 
Biotechnology 

 

Other Durable Goods Manufacturing 4% 
Electrical Equipment 
Machinery 
Other Durable Goods Manufacturing 
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Industry sectors Percentage of organizations 
Other Non Manufacturing 9% 
Diversified 
Entertainment 
Publishing 
Research and Development 
Transportation and Warehousing 

 

Retail & Wholesale 8% 
Apparel, Fashion, Footwear and Accessories 
Department Stores 
Grocery, Pharmacy, General Merchandise 
Specialty Stores 
Wholesale Distribution 

 

Services (Non-Financial) 23% 
Business Process Outsourcing 
Business/Professional Services 
Education 
Healthcare Services 
Information and Data Processing Services 
Services - Other or Combination 

 

(N=111) 

Numbers do not total 100% due to rounding. 
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This year’s survey sample represents a median organization size of 5,000 full-time employees worldwide. The 
following graph and table illustrate the distribution of organization size represented in this year’s sample based on 
the reported total number of full-time employees worldwide.  

PARTICIPANT PROFILE BASED ON NUMBER OF FULL-TIME EMPLOYEES WORLDWIDE 

 
(N=109)  

 
TOTAL FULL-TIME EMPLOYEES WORLDWIDE 
 

Scope Total full-time employees worldwide 
N P25 Median P75 

By country 

North America 1,432 5,000 14,463 109 

Canada 692 3,973 14,691 25 

US 1,781 5,000 14,260 84 

By total number of full-time employees (worldwide) in the organization 

1–1,000 254 504 701 15 

1,001–5,000 1,416 2,400 3,975 43 

5,001–25,000 7,086 9,279 15,000 35 

25,001 or more 30,208 38,134 60,369 16 
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Survey participants were asked to provide their most recent fiscal year-end amount and the type of volume 
measure that is most appropriate for their industry as indicated below: 

• Gross premiums (for Insurance industry). 

• Operating expenses/budget (for Government, Educational services, or Non-profit/Public sector organizations). 

• Total assets (for Banking and Financial services industry). 

• Revenue/Sales (all other industries). 

The following graph provides the percentage of participants in the survey based on their reported annual dollar 
volume from the most recent fiscal year. These are the aggregated results of all survey participants regardless of 
their industries. 

PARTICIPANT PROFILE BASED ON TOTAL ANNUAL VOLUME 

 
(N=92) 

Numbers do not total 100% due to rounding. 
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The following table presents total annual volume reported by type of volume measure selected by participants and 
by industry group. It should be noted that some participating organizations choose to report the most recent year’s 
revenue amount in place of the suggested volume measure type for benchmarking with peers from their particular 
industry. This has resulted in some deviation of the annual volume data by type from the data by industry group 
(e.g., two insurance organizations reported revenue/sales instead of gross premiums).  

TOTAL ANNUAL VOLUME BY TYPE OF VOLUME MEASURE AND INDUSTRY GROUP 
Scope Total annual volume ($000s) 

N P25 Median P75 
By type of volume measure 
Gross Premiums 2,426,000 3,179,386 5,556,383 10 

Operating Expenses/Budget 715,876 1,066,346 2,000,000 15 

Revenue/Sales 507,500 1,601,000 5,671,791 53 

Total Assets 16,632,720 66,065,500 210,762,500 14 

By industry group 
Consumer Goods -- 3,811,650 -- 4 

Energy 550,000 1,100,000 4,066,000 7 

Financial Services 7,559,691 54,277,800 173,000,000 17 

High Tech 28,778 141,821 916,303 6 

Insurance 2,142,000 3,179,386 7,469,149 12 

Other Durable Goods Manufacturing -- 2,330,075* -- 3 

Other Non Manufacturing 1,166,213 3,750,000 7,855,017 10 

Retail & Wholesale 1,774,900 10,026,300 19,031,000 7 

Services (Non-Financial) 527,719 988,673 3,591,302 24 

*Average reported; data insufficient to display the median. 
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Participants were asked to report their FY14 IT budget (spending on hardware, software, infrastructure, and 
workforce compensation including salaries, wages, short- and long-term incentives, and benefits). This year’s 
survey sample represents a median FY14 IT budget of $55,819,220.  

ACTUAL REPORTED DOLLAR AMOUNT OF FY14 IT BUDGET 
Scope FY14 IT budget ($000s) 

N P25 Median P75 
By country 

North America 18,416 55,819 100,096 26 

Canada 1,536 10,662 72,000 7 

US 34,951 58,115 106,965 19 

By industry group 
Consumer Goods -- -- -- 1 

Energy -- 19,345* -- 3 

Financial Services -- 803,682* -- 3 

High Tech -- -- -- 2 

Insurance 72,000 100,000 734,000 7 

Other Durable Goods Manufacturing -- -- -- 1 

Other Non Manufacturing -- -- -- 0 

Retail & Wholesale -- -- -- 2 

Services (Non-Financial) 24,750 57,638 60,114 7 

*Average reported; data insufficient to display the median. 
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The following graph illustrates the distribution of the participants based on their IT budget as a percentage of their 
reported total annual volume (revenues, total assets, gross premiums, or annual operating expenses/budget). 

PARTICIPANT PROFILE BASED ON FY14 IT BUDGET AS A PERCENT OF TOTAL 
ANNUAL DOLLAR VOLUME 

 
(N=23) 

Numbers don’t total 100% due to rounding. 
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The following graph and table represent the size of the IT organizations that participated in the survey based on 
the reported full-time IT employees in either Canada or the US, along with their reported amount of contractors, 
external new hires over the last 12 months, and current IT vacancies. This year’s survey sample has a median IT 
organization size of 203 full-time IT employees and 19 contractors. 

PARTICIPANT PROFILE BASED ON NUMBER OF FULL-TIME IT EMPLOYEES 

 
(N=110) 
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PARTICIPANT PROFILE BY NUMBER OF FULL-TIME IT EMPLOYEES IN CANADA OR US1 
Scope P25 Median P75 N 2 
Total full-time IT employees 
By country     

North America 89 203 392 110 

Canada  39 101 273 26 

US  129 248 481 84 

By IT employee size     

1–100  36 43 71 32 

101–500 160 240 340 56 

501–1,500 720 806 894 12 

1,501 or more 2,465 4,094 5,743 10 

Total full-time IT employees hired from outside the organization3 
By country     

North America 10 21 53 86 

Canada  5 11 18 19 

US  12 26 56 67 

By IT employee size     

1–100 5 7 12 26 

101–500 17 25 42 42 

501–1,500 62 88 146 10 

1,501 or more 125 214 295 7 

Total contractors currently employed4 
By country     

North America 3 19 93 51 

Canada  2 3 28 15 

US  8 38 120 36 

By IT employee size     

1–100 2 4 13 17 

101–500 8 45 100 27 

501–1,500 -- 43 -- 4 

1,501 or more -- 2,986* -- 3 

Total vacant IT positions5 
By country     

North America 4 9 30 71 

Canada  2 5 14 16 

US  4 11 32 55 

By IT employee size     

1–100 2 3 6 17 

101–500 4 10 19 40 

501–1,500 23 39 61 6 

1,501 or more 60 85 127 7 
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¹ Participants provided data for either US or Canada based on the location of their operations. 
2 Excludes organizations that reported 0s with regard to full-time IT employees hired from outside the organization, the number of contractors,   

or the number vacant IT positions.  
3 Four organizations stated that they have not hired any full-time IT employees from outside the organization. 
4 Twenty organizations stated that they do not currently employ contractors. 
5 Eight organizations stated that they do not have any vacant IT positions. 
*Average reported; data insufficient to display the median. 
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Participant List

		Organization name 		Sector		Industry		Country

		3es Innovation, Inc.		High Tech		Business End User Applications		Canada

		ADP		Services (Non-Financial)		Business Process Outsourcing		US

		Adventist Health System		Services (Non-Financial)		Healthcare Services		US

		Angie's List, Inc.		High Tech		Internet Services		US

		Assurant, Inc.		Insurance		Combination Life & Non-life Insurers		US

		Bankers Petroleum Ltd.		Energy		Fully Integrated and Exploration and Production		Canada

		BB&T Corporation 		Financial Services		Diversified Banking		US

		BDO Canada		Services (Non-Financial)		Business/Professional Services		Canada

		Blackboard Inc. 		High Tech		Consumer End User Applications		US

		Blue Cross Blue Shield Association		Insurance		Health & Medical		US

		Broward Health		Services (Non-Financial)		Healthcare Services		US

		Brown University		Services (Non-Financial)		Education		US

		CAA South Central Ontario		Services (Non-Financial)		Services - Other or Combination		Canada

		Calumet GP, LLC		Energy		Downstream		US

		Canadian Broadcasting Corporation		Other Non Manufacturing		Entertainment		Canada

		Canon Canada, Inc.		High Tech		Electronic Instruments & Equipment		Canada

		Capella Education Company		Services (Non-Financial)		Education		US

		Capital Group Companies, Inc., The 		Financial Services		Investment, Trust & Private Banking		US

		Capital One Financial Corporation		Financial Services		Consumer Finance & Retail Banking		US

		Capital Power		Energy		Utilities		Canada

		Castleton Commodities International LLC		Energy		Energy Trading		US

		Centene Corporation		Insurance		Health & Medical		US

		Children's Hospital Los Angeles		Services (Non-Financial)		Healthcare Services		US

		Christiana Care Health System		Services (Non-Financial)		Healthcare Services		US

		Cineplex Entertainment		Other Non Manufacturing		Entertainment		Canada

		Clear Channel Communications, Inc.		Other Non Manufacturing		Entertainment		US

		CME Group		Financial Services		Other Financial Services		US

		Colonial Pipeline Company		Energy		Pipeline/Midstream		US

		Conexus Credit Union		Financial Services		Consumer Finance & Retail Banking		Canada

		Con-way, Inc.		Other Non Manufacturing		Transportation and Warehousing		US

		Corix Group of Companies		Energy		Utilities		Canada

		COUNTRY Financial		Insurance		Combination Life & Non-life Insurers		US

		Cox Enterprises, Inc. 		Other Non Manufacturing		Publishing		US

		Denver Health and Hospital Authority		Services (Non-Financial)		Healthcare Services		US

		Duquesne Light Company		Energy		Utilities		US

		Economical Insurance		Insurance		Non-life Insurance (excluding Health & Medical)		Canada

		Ecova		Services (Non-Financial)		Business/Professional Services		US

		Express-Scripts.com		Services (Non-Financial)		Business/Professional Services		US

		Federal Reserve Bank of Chicago		Financial Services		Other Financial Services		US

		Federal Reserve Bank of Dallas		Financial Services		Other Financial Services		US

		Fidelity National Information Services		Services (Non-Financial)		Information and Data Processing Services		US

		First Financial Bank		Financial Services		Consumer Finance & Retail Banking		US

		FM Global		Insurance		Non-life Insurance (excluding Health & Medical)		US

		Fortegra Financial		Insurance		Combination Life & Non-life Insurers		US

		FortisBC Energy, Inc.		Energy		Utilities		Canada

		Gartner, Inc.		High Tech		IT Consulting Services & Solutions		US

		General Motors Financial Company, Inc. 		Financial Services		Other Financial Services		US

		Gordon Food Service		Retail & Wholesale		Wholesale Distribution		US

		Hanover Insurance Group, Inc., The		Insurance		Non-life Insurance (excluding Health & Medical)		US

		HealthNow New York		Insurance		Health & Medical		US

		Herman Miller, Inc.		Retail & Wholesale		Specialty Stores		US

		Hewitt Equipment Ltd.		Other Durable Goods Manufacturing		Machinery		Canada

		Hillshire Brands Company		Consumer Goods		Food		US

		Hunter Douglas, Inc.		Other Durable Goods Manufacturing		Other Durable Goods Manufacturing		US

		Invesco Ltd.		Financial Services		Investment, Trust & Private Banking		US

		Jet Propulsion Laboratory		Other Non Manufacturing		Research and Development		Canada

		JetBlue Airways Corporation		Other Non Manufacturing		Transportation and Warehousing		US

		Johns Hopkins University		Services (Non-Financial)		Education		US

		Jostens, Inc.		Consumer Goods		Consumer Goods - Other or Combination		US

		Kaplan University		Services (Non-Financial)		Education		US

		Katz Group Pharmacies, Inc. 		Retail & Wholesale		Grocery, Pharmacy, General Merchandise		Canada

		Kelsey-Seybold Clinic		Services (Non-Financial)		Healthcare Services		US

		Kiewit Energy Canada Corp.		Energy		Engineering, Procurement & Construction		Canada

		Kohl's Department Stores		Retail & Wholesale		Department Stores		US

		LEO Pharma, Inc.		Life Sciences		Pharmaceutical		US

		LHC Group		Services (Non-Financial)		Healthcare Services		US

		Liberty Mutual Group		Insurance		Combination Life & Non-life Insurers		US

		Loblaw Companies Limited 		Retail & Wholesale		Grocery, Pharmacy, General Merchandise		Canada

		Loews Corporation		Other Non Manufacturing		Diversified		US

		Maple Leaf Foods Inc.		Consumer Goods		Food		Canada

		Mary Kay, Inc.		Consumer Goods		Personal Care & Household Products		US

		Mercury Insurance Group		Insurance		Non-life Insurance (excluding Health & Medical)		US

		Mohawk Industries, Inc.		Other Durable Goods Manufacturing		Other Durable Goods Manufacturing		US

		NetJets, Inc.		Other Non Manufacturing		Transportation and Warehousing		US

		Orrick, Herrington & Sutcliffe LLP 		Services (Non-Financial)		Business/Professional Services		US

		Parsons Corporation		Services (Non-Financial)		Business/Professional Services		US

		Penn State Hershey Medical Center		Services (Non-Financial)		Healthcare Services		US

		Pernod Ricard		Consumer Goods		Beverage and Tobacco		Canada

		PMA Companies		Insurance		Non-life Insurance (excluding Health & Medical)		US

		Popular Community Bank		Financial Services		Diversified Banking		US

		Power Costs, Inc.		High Tech		Business End User Applications		US

		Press Ganey Associates, Inc.		Services (Non-Financial)		Business/Professional Services		US

		Progressive Group of Insurance Companies, The 		Insurance		Non-life Insurance (excluding Health & Medical)		US

		PSP Investments		Financial Services		Investment, Trust & Private Banking		Canada

		PVH Corp. 		Retail & Wholesale		Apparel, Fashion, Footwear and Accessories		US

		Regeneron Pharmaceuticals, Inc. 		Life Sciences		Biotechnology		US

		Royal Bank of Canada		Financial Services		Diversified Financial Organizations		Canada

		RSA		Insurance		Non-life Insurance (excluding Health & Medical)		Canada

		Saint Elizabeth Health Care		Services (Non-Financial)		Healthcare Services		US

		Salient Federal Solutions		High Tech		IT Back Office Service (ITO)		US

		San Diego Gas & Electric		Energy		Utilities		US

		Shoe Carnival Inc. 		Retail & Wholesale		Apparel, Fashion, Footwear and Accessories		US

		Shoppers Drug Mart Corporation		Retail & Wholesale		Grocery, Pharmacy, General Merchandise		Canada

		Sidley Austin LLP		Services (Non-Financial)		Business/Professional Services		US

		Sleeman Brewery Ltd. 		Consumer Goods		Beverage and Tobacco		Canada

		SSI Group, Inc., The		High Tech		Systems Software		US

		State Farm Insurance		Insurance		Combination Life & Non-life Insurers		US

		Stonegate Mortgage Corporation		Financial Services		Other Financial Services		US

		Sun Life Financial, Inc.		Insurance		Combination Life & Non-life Insurers		Canada

		SUPERVALU INC. 		Retail & Wholesale		Grocery, Pharmacy, General Merchandise		Canada

		Systems Made Simple, Inc.		High Tech		IT Consulting Services & Solutions		US

		Texas Health Resources		Services (Non-Financial)		Healthcare Services		US

		TriHealth, Inc.		Services (Non-Financial)		Healthcare Services		US

		University of Pennsylvania		Services (Non-Financial)		Education		US

		Utah Transit Authority		Other Non Manufacturing		Transportation and Warehousing		US

		Visa, Inc.		Financial Services		Financial Services Operations		US

		VSP Global		Insurance		Health & Medical		US

		Weatherford International		Energy		Services & Drilling		US

		WEX, Inc.		Financial Services		Other Financial Services		US

		Winston Industries, LLC		Other Durable Goods Manufacturing		Electrical Equipment		US

		Zions Bancorporation		Financial Services		Diversified Financial Organizations		US







