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P ROVING ONCE more 
that everything old 
is new again, the 
recent Mobile World 

Congress 2017 featured an-
nouncement of smartphones 
with pioneering brand names 
like BlackBerry, Nokia and 

Motorola. The devices were 
licensed by Chinese and 
Finnish companies.

Whether these throwback 
products will succeed in a 
crowded smartphone market-
place remains to be seen. They 
could appeal to people with fond 
memories of the older brands, 
but some of the lower-priced 
phones, especially the Nokia 
models, will likely be aimed at 
consumers in emerging markets.

But with top-selling brands 
Apple and Samsung choosing 
not to launch any new phones 
at the trade show in Barcelona, 
the field was open to other con-
tenders. (For its part, Samsung 
did announce a two-in-one tab-
let called the Galaxy Book.) 

HMD Global, the Finland-
based licensee of the Nokia 
brand, announced three bud-
get Android phones: the Nokia 
3, 5 and 6, starting at $147.  
The phones run Android and 
have screens ranging in size 

For those feeling nostalgic, the MWC show in Barcelona featured 
launches of new phones under the formerly marquee brands 
BlackBerry, Nokia and Motorola. BY MARIAN PROKOP

What’s Old Is New Again at 
Mobile World Congress

R E U T E R S / P A U L  H A N N A

NEWS ANALYSIS   MOBILE AND WIRELESS

HMD CEO Arto Nummela 
holds up a Nokia 3310  

device at Mobile World  
Congress in Barcelona.
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from 5 in. to 5.5 in. 
But the big draw was a clas-

sic handset from 2000 — the 
Nokia 3310, a feature phone 
modernized with a color 
screen, a slimmer size and an 
appealing price of $52. 

Meanwhile, China’s TCL 
Communication, which has a 
licensing deal with BlackBerry 
of Canada, unveiled the Black-
Berry KEYone. Featuring a 
4.5-in. touchscreen, the phone 
will run the Android 7.1 operat-
ing system but will also include 
BlackBerry’s security dashboard, 
DTEK, which allows users to 
check what security permissions 

are authorized for each app.
The phone has a touchpad 

but also 52 physical keys, each 
of which can be used as a short-
cut. The F key, for instance, can 
be a quick path to Facebook, or 
the C could be customized to 
open the camera. The phone 
will be sold worldwide starting 
in April for $549. 

Lenovo, the Chinese compa-
ny that owns the Motorola hand-
set brands, launched the 5-in. 
Moto G5 and the 5.2-in. Moto 
G5 Plus. These phones bring 
some premium features to bud-
get handsets, such as all-metal 
bodies and fingerprint sensors, 
at prices starting at $178. 

Retro Chic
The formerly marquee brands 
still have a certain cachet, and 
it’s likely that these phones will 
appeal to retro fans. The inex-
pensive Nokia phones could 
also do well in emerging mar-
kets, if they are well priced. 

“The company just has to 
give them an excuse to buy from 
it once more,” said Roger Kay, 
an analyst at Endpoint Technol-
ogies Associates. 

Kay said an old brand can be 
rekindled if a company offers 
good products “and puts some 
cleverness and money into pro-
moting the new products under 
the old and familiar name.” 

The business model for the 
older brands may also be to gain 
market share with low-cost de-
vices, said Kevin Burden, an an-
alyst at 451 Research, who noted 
that that approach has worked 
well for another smartphone 
maker from China, Huawei.

Huawei started by selling 
low-cost phones, and its strategy 
worked so well that at the end 
of 2016, it was ranked the third-
largest smartphone seller glob-
ally, behind Samsung and Apple, 
by market research firm IDC. 
It’s a business model that seems 
to have been noted by Lenovo, 

[An old brand can be rekindled 
if a company] puts some 
cleverness and money into 
promoting new products under 
the old and familiar name. 
ROGER K AY,  ANALYST,  ENDPOINT TECHNOLOGIES ASSOCIATES

NEWS ANALYSIS MOBILE AND WIRELESS
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with its Moto phones, and 
HMD, with its Nokia phones. 

However, Huawei isn’t well 
known in the U.S. where it is 
ranked 10th in smartphone 
sales by IDC.

That could change as the 
company edges into higher-
end phones. At MWC, Huawei 
launched the P10 and P10 Plus 
smartphones, which include 
improved rear cameras with 
Leica optics technology and 
longer battery life. The com-
pany’s MWC press briefing of-
fered an indication of its grow-

ing popularity. The crowd was 
so big that hundreds of report-
ers couldn’t get into the large 
downtown Barcelona venue. 

Challenges in the U.S.
Despite the wide global in-
terest, Huawei’s new phones 
won’t be available in the U.S., 
probably because the company 
doesn’t want them to compete 
with its Mate 9 phone, which 
debuted in the U.S. in January 
with a $600 price tag.

Huawei faces serious chal-
lenges in the U.S., Burden said, 
in part because it would have to 
compete with big vendors like 
Samsung and Apple that are 
willing to take on newcomers 
with patent infringement law-
suits and other tactics.

Other big vendors announc-
ing new devices at MWC in-
cluded Sony, with the Xperia 
XZ Premium, which features 
a 5.5-in. 4K HDR screen, and 
LG, with the G6 phone, which 

features a 5.7-in. QHD+ display. 
Those companies didn’t provide 
pricing for their devices. u

Based on reports by Computer-
world’s MATT HAMBLEN and the 
IDG News Service.

BETWEEN THE LINES | JOHN KLOSSNER

Huawei 
faces serious 
challenges in 
the U.S. from 
big vendors 
like Apple 

and Samsung.

http://www.jklossner.com/
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Barry 
Libenson

DATA IS THE LIFEBLOOD OF EXPERIAN, 
a global business that handles staggeringly 
large volumes of financial and consumer 
information. But when Barry Libenson ar-
rived as CIO in June 2015, he found that the 
company didn’t distribute data between its 
divisions and to its customers as fast or as 
efficiently as it should. To address the situa-
tion, he launched several IT initiatives, such 
as implementing application programming 
interfaces (API), to improve data transfer, 
create other efficiencies and ultimately speed 
the pace of innovation. Here Libenson shares 
his thinking behind APIs and some of his 
other strategic decisions.

What prompted your embrace of APIs and 
microservices? When I first joined Experian,  
I looked at the disparate data sources we have.  
We have data stored in different locations — [for 
example] DB2 or Oracle. It all depended on what 

part of the business you were in. Even within the 
enterprise it was difficult for the different lines of 
business to share that information, and informa-
tion is one of the most valuable things we have. 

This tech leader is 
building services to 
enrich data sharing 
at Experian, while 
growing a powerhouse 
development team.

http://www.computerworld.com
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So the first idea was to create an API ex-
traction layer so it doesn’t matter what data 
form it’s in. You just make an API request 
for the information you want from the data 
source you want, and then there’s a transla-
tion layer that handles the aggregation and 
transfer of data. That allowed for easier data-
sharing. 

As we started to promote that concept 
internally, I started to hear that our custom-
ers have asked for the exact same thing. 
They want a microservice way of getting 
information from us rather than having to 
run an application to do that. It became very 
clear that it would be a critical component 

for how we delivered services internally and 
externally.

Were there risks in this approach? It’s easy 
to screw this up, and the ramifications for 
screwing it up were really bad. 

Consider a financial institution that uses 
eight or nine of our different business lines. 
If each line of business built a different API 
interface independent of one another, with 
no collaboration, that would have been to-
tally unacceptable for the customer. So gov-
ernance was a critical component of this. 
Some of the lines of business had started 
down this path, but we put a freeze on that, 

centralized the activity, and put governance 
in place to avoid duplication and ensure 
a consistent behavior for customers. That 
hasn’t been without challenges, but it was 
the right way to go.

What was the biggest obstacle to moving your 
ideas forward? The stuff we’re talking about, 
this and other [initiatives] like building 
native hybrid cloud applications, it’s very 
leading edge. So finding developers and 
architects who have actually done it, that’s a 
whole new ballgame. 

There’s a skill set evolving, but finding 
people who know [for example] how to 

n  Work-related factoid: Logged 
more than 250,000 miles last 
year traveling to corporate  
offices in Europe, Asia and Latin 
America.

n  Home base: Costa Mesa,  
Calif., where he lives with his 
two dachshunds

n  Biggest achievement: “I’m 
most proud of the number of 
technology leaders I’ve worked 
with over the years, and of  
mentoring top talent.”

n  If I wasn’t in IT, I’d be . . . a 
chef, specializing in Italian and 
Asian cuisine.

n  Hobbies: Cycling, scuba diving, 
cooking

n  Best advice ever received:  
“I was having a heated discus-
sion with someone I worked for, 
and he said, ‘If we agree all the 
time, one of us is redundant.’ 
One of the things I tell my team 

is I want contrarian views, be-
cause it makes us all better.”

n  Best time-management  
technique: “Getting to the  
office early, between 6:30 and 
7 a.m., because I know I’ll get 
something done for at least the 
first hour of the day.”

http://www.computerworld.com
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build Hadoop applications, who know how 
to use containers, who are thinking about 
portability and moving applications, it’s hard 
finding those people. Everyone wants to hire 
them, so the market is very competitive. 

How do you build teams and retain employees? 
When you find the people, you have to show  
them a good road map both personally and 
where the company is going. People are  
interested in learning and working on  
these new kinds of things, and they like a 
company that is embracing leading-edge 
technology. 

I think Experian has done a good job in 
providing a compelling story as to why this 
is a great place to build these kinds of things. 
We’re doing cool stuff, and we have strong 
technology leadership across all the lines of 
business, which also helps attract talent. And 

we make sure our developers get exposed to 
our customers so they know why this is im-
portant and how impactful it can be.

What are the keys for leading a successful 
team? I very much believe that in the tech-
nology world today working collaboratively 
is really a key requirement to drive inno-
vation. I’m a firm believer that great ideas 
come from all areas, and gone are the days 
when one person can know everything 
about one particular area. So I’m creating a 
very big tent and making sure everyone has 
an opportunity to make a contribution. 

It doesn’t have to be a consensus-driven 
organization — at the end of the day, the 
debate needs to end and a decision has to 
be made — but it has to be an open forum 
where everyone can share their ideas and 
opinions.

What other major projects support your IT mis-
sion? My team delivered a series of services. 
The API framework was one of the services. 
Another example is our data fabric layer, 
which is one of the ways our businesses in-
gest information. 

We get terabytes of information that we 
have to consume into our data stores. We 
don’t want everybody around the world do-
ing that in a different way. It made sense to 
standardize that. So my team has built out 
the data fabric layer. 

Our security platform is another one of 
those services. Another piece of all this is 
setting some design standards, getting ev-
eryone on the same page in terms of the pro-
gramming languages we use and the rules 
governing hybrid cloud.

What was the biggest challenge you faced when 
you started at Experian? The real challenge 
for me was to get everyone moving in the 
same direction. The company had grown 
very rapidly, both organically and through 
acquisition. We operate all over the world. 
And the bigger you get, the more critical it 
is to find ways to collaborate and share more 
effectively. 

8APRIL 2017 |  COM PUTERWORLD

We make sure our developers get exposed 
to our customers so they know why this 
[work] is important and how impactful it  
can be.

http://www.computerworld.com
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And in order for us to speed up the pace 
of innovation and to deliver solutions more 
effectively, we focused on standardizing the 
technology platforms we were using and 
building out building blocks. I don’t want ev-
erybody inside the company building their 
own ingestion layers and security layers. 

How did you get people on board with new 
initiatives? We’ve had a good journey in 
the past 18 months in terms of making that 
happen. Everyone is pretty much aligned 
around this and sees that they’re benefiting 
from the changes we’re making. The funda-
mental idea is that picking one version of 
Hadoop is better than having three different 
versions. It’s hard to argue with that single 
fact. So it’s, how do you identify what the 
right technology is? That’s where you can 
get wrapped around the axle. 

But I’ve found that people are much more 
receptive to change when they’re part of the 
process than when you tell them what the 
change will be. I started to have conversa-
tions with the different teams. I tried to fig-
ure out which was the most pervasive [tech-
nologies] in the company and then it was 
a question of why others picked what they 

did, how do they feel about changing. It was 
making it a collaborative process and not 
trying to change too much too, too quickly.

What’s your next goal? I’m very much look-
ing forward to the day when I can look at the 
Experian portfolio of applications and we’ve 
modernized the entire portfolio of external-
ly facing applications and we can drive the 
pace at which we can innovate much more 
quickly. It’s difficult to do the second with-
out having done the first. u

Interview by Computerworld contributing 
writer MARY K. PRATT (marykpratt@verizon.net).

I’ve found that 
people are much 
more receptive 

to change when 
they’re part of the 
process than when 
you tell them what 
the change will be.

mailto:marykpratt@verizon.net
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IF YOU HAD ASKED Samuel Vivian 
about the long-term prospects for 
his IT career at this time last year, 
he would have said, “It’s kind of iffy.” 

Hold TightIT Salaries 

Our annual survey shows 

moderate 3% growth in IT pay — 

but salaries could be headed 

for a roller-coaster ride, with 

wildly different forecasts from 

experts on IT spending, hiring and 

compensation. BY STACY COLLETT

COMPUTERWORLD

SALARY 
SURVEY

2017 Results

IT
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Back in the United States 
after four years in India, where 
he found IT work during the 
recession, Vivian, 45, landed 
a job as a senior technical ana-
lyst at a large food processing 
company in Arkansas in 2015. 

At the time, many other  
businesses in the region were 
opting for contract workers 
instead of full-time employees. 
“The message I was getting out 
of the job market was that no-
body was confident enough to 
make any major investments or 
commit to any serious projects 
or hiring,” Vivian says. 

Today, he has a newfound 
optimism buoyed by the strong 
pro-business stance of the new 
White House administration. “I 
think [the job market] is going 
to be a lot stronger this year,” he 
says. “Companies are suddenly 
talking about making billion-
dollar investments in the U.S. 
again. They’re starting to talk 
about hiring large numbers of 

employees again. It makes me 
feel a lot more confident.”

Meanwhile, in upstate New 
York, Corey Hart has been with 
the same global shipping and 
mailing company for five years. 
The 33-year-old business ana-
lyst has received small raises 
over the past two years and feels 
secure in his job, but he has no-
ticed a troubling sign — a drop-
off in the number of calls from 
headhunters. “I used to get two 
to three calls a month, but I 
don’t think I’ve had a call since 
November,” he says. “I wonder 
if that’s why I see a decrease in 
the calls — uncertainty over 
how things are going to go.”

When it comes to the outlook 
for IT salaries and jobs in 2017, 
it’s hard to know what to think. 
According Computerworld’s an-
nual IT Salary Survey, average 
total IT compensation grew 3% 
this year. That’s a bit softer than 
the strong pay gains of 2015 and 
2016, when compensation rose 

3.6% and 3.9%, respectively, but 
certainly better than the ane-
mic raises IT pros saw for years 
following the economic down-
turn that began in 2009.

Is the slight lag in pay raises 
an early indicator that a spend-
ing slowdown may be on the 
way, as some industry watchers 
have speculated? Or is it merely 
a speed bump, with strong IT 
spending, hiring and pay gains 
to continue next year? 

Outlook Hazy
Executives and analysts have 
wildly different forecasts for 
IT hiring and salaries going 
forward. Based on interviews 
with dozens of CIOs conducted 
before and after the 2016 presi-
dential election, management 
consulting firm Janco Associ-
ates in December sharply raised 
its tech hiring forecast from 
90,000 to 136,500 new domes-
tic IT jobs to be created in 2017. 

2017 IT SALARY SURVEY RESULTS  SPECIAL REPORT
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Slight Slowdown in Pay Increases
Average increase in total compensation
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“After the election, CIOs 
were much more optimistic,” 
says Janco CEO Victor Janu-
laitis, pointing to the Trump 
administration’s promises to 
increase infrastructure spend-
ing, revise the tax system, bring 
jobs back to the U.S. and re-

vamp the H-1B visa program. If 
those changes are implement-
ed, “there will be greater need 
for U.S.-based IT resources,” he 
says. Janulaitis notes that he is 
most encouraged by the possi-
bility of “repatriation of dollars 
that are overseas, where there is 

some type of tax break that cor-
porations would get for bring-
ing those dollars back to create 
jobs in the U.S.” 

But other industry watch-
ers, questioning whether such 
campaign promises will come 
to fruition, are less bullish on 
the new administration. For-
rester Research, for instance, 
has lowered its 2017 IT spend-
ing forecast. After learning that 
many multinational corpora-
tions are taking a wait-and-see 
approach to spending this year, 
the firm revised its predicted 
increase in U.S. tech spending 
from 5.1% before the election to 
4.3% post-election.

“There is tremendous uncer-
tainty about what trade, spend-
ing and tax policies will actu-
ally take place,” says Forrester 
analyst Andrew Bartels. “The 
reality of this administration’s 
policies is a mass of contradic-
tions. Maybe there will be tax 
cuts, but maybe it takes the 

form of imposing taxes or tariffs 
on imports. That will be a real 
challenge for retailers’ and man-
ufacturers’ supply chains. Many 
CEOs and CIOs are saying, ‘This 
could play out in any number of 
ways. Until it’s clear, let’s hold 
back on what we’re spending.’”

Forrester predicts that if the 
Trump administration contin-
ues down its current path, then 
the growth in tech jobs will slow 
down, but salaries might inch 
up a percentage point or two in 
2017 and 2018, especially if infla-
tion rises, Bartels says.

Computerworld’s 2017 sur-
vey shows the hiring outlook 
remaining steady: 43% of the 
1,263 IT managers who took 
part in our survey expect their 
companies’ IT staffs to expand 
in 2017, while 49% said they ex-
pect head count to remain the 
same. Just 7% said they antici-
pate a decrease.

“I would say the pace or 
frenzy [of IT hiring] that we saw 

Road to Success?
Compared with most other 

professions, do you believe an IT 
career path and the potential for 
salary advancement in IT are . . .

Increase

43%
More  

promising

58%
Remain 

the same

49%
As promising

32%

Decrease Less promising
Don’t know: 2%

Base: 2,782 respondentsBase: 1,263 IT managers. Percentages do not 
add up to 100 because of rounding.

Tech Pros in Demand
In the next 12 months, do you expect 

your organization’s IT staff head 
count to . . . 

7% 10%
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a couple of years ago isn’t quite 
the same — but that’s to be ex-
pected,” says John Reed, senior 
executive director of IT staffing 
firm Robert Half Technology. 
“You have the scarcity mental-
ity, and companies are compet-
ing for the same people, com-
pensation is skyrocketing and 
people are overpaying. Then 
once teams are built, it becomes 
a more normalized picture 
again: ‘We’ve got our staff now, 

so we won’t be adding net-new 
[IT employees] at the same pace, 
but we’ll replace as we lose peo-
ple.’ I think that’s where we are 
right now — but it’s still incred-
ibly competitive out there.”

Salaries Are Up — a Bit
Although Computerworld’s an-
nual survey shows that pay 
raises have chugged along at 
or above 3% for the last three 
years, only 50% of our 2017 

respondents reported that they 
are satisfied or very satisfied 
with their compensation, down 
slightly from 54% last year. Just 
21% of those polled said that 
their salary is keeping pace with 
business growth and demands.

And not everyone got a raise 
in the past year. The percent-
age of respondents receiving 
a pay bump dropped slightly 
from 71% to 67%, largely due to 
wage stagnation rather than pay 
cuts: 29% reported no change 
in their base salary and only 4% 
reported a decrease in salary.

According to Computer-
world’s 2017 survey, cash bonus-
es increased by 2.4% on aver-
age, down from 3.2% in 2016. 
Of this year’s 2,782 respon-
dents, 35% said they received 
annual bonuses, 23% reported 
performance bonuses and 14% 
said they got profit-sharing 
bonuses, while 40% said they 
received no bonus at all. 

Tom Heinlein, a technical 

architect at Walgreens Boots  
Alliance in Deerfield, Ill., says he 
received a 2.5% salary bump this 
year, but he and others in the 
IT department also earned on-
the-spot performance bonuses 
during the year for jumping in 
on high-priority, high-profile 
projects. Spot awards can equal 
10% to 20% of an IT employee’s 
annual pay, says Heinlein, 44. 

2017 IT SALARY SURVEY RESULTS  SPECIAL REPORT
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Feeling Underpaid
Is your salary keeping pace with 
business growth and demands?

No  

60%

Don’t know

19%
Yes 

21%

Base: 2,782 respondents

Overall Financial Picture: So-so 
Over the past two years of your career, do you feel you have financially . . .

 2013 2014 2015 2016 2017

 Gained ground  32% 31% 35% 41% 37%

 Stayed flat   39% 39% 39% 37% 41%

 Lost ground   28% 30% 26% 22% 22%

   Number of respondents: 4,251 3,673 4,863 3,301 2,782

Percentages may not add up to 100 because of rounding.
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His IT peers at other companies 
in the Chicago area have also 
seen these ad hoc bonuses, as 
opposed to big annual salary 
increases, popping up in the last 
two years, he adds.

Money Isn’t All That Matters
Pay is just one factor keeping IT 
professionals at their current 

jobs. Many people stay with a 
particular employer because 
of its location or mission even 
when they feel they’re not being 
paid what they’re worth.

For example, Kirsten, a cor-
porate IS product services and 
systems operator at a large Mid-
west agricultural supplier, says 
she received a raise of about 3% 

this year. She says her salary 
falls short for her skill level, but 
she believes in the company’s 
mission of providing food to 
underdeveloped societies. “I 
can totally get behind the com-
pany’s vision. If that means I get 
a smaller raise, I’ll do that,” says 
the 54-year-old. 

(Editor’s note: Due to the sensi-
tivity of discussing salary and hir-
ing issues, some of the people quot-
ed in this story asked to remain 
anonymous, and some asked that 
their employers not be named.)

Aaron Richards, an IT coor-
dinator at Daughters of Charity, 
a St. Louis-based outreach pro-
gram for the poor, received a 3% 
raise this year. The 45-year-old 
has been with the nonprofit for 
five years and says his responsi-
bilities have “steamrolled” from 
tech support to managing net-
work infrastructure. Previously, 
he worked for three years as a 
contractor through Chickasaw 
Nation Industries, a federally 

chartered organization that 
helps support the Chickasaw 
people.

“I’m in the nonprofit sec-
tor, so my salary is quite a bit 
less than other IT people,” says 
Richards. “But within the [non-
profit] field, I’m paid well. I’m 
very happy where I’m at.”

A 46-year-old senior engi-
neer for a major cruise line in 
South Florida just received a 
3% raise and an 8% bonus. The 
engineer, who has been with his 
company for 12 years, believes 
he’s paid what his skills are 
worth in the region, but he’s not 
on par with his peers nationally. 
“I’ve gotten offers nationwide 
that are quite a bit better, but I 
do enjoy living in Florida,” he 
says. “You have to take the good 
with the bad, I guess.” 

Job Security Concerns
Overall, 63% of Computerworld 
survey respondents said they 
feel secure or very secure in 

Workloads on the Rise
Over the next 12 months do you 
expect your line-of-business 
workload and responsibilities to . . .

Over the next 12 months do you 
expect your IT workload and 
responsibilities to . . .

Base: 2,782 respondents

Increase

56%
Increase

53%

Decrease Decrease: 3%

Remain 
the same 

44%

Remain 
the same 

38%

6%
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their current jobs, a figure that’s 
virtually unchanged from last 
year. Those who are worried 
about job security say their con-
cerns have less to do with the 
new administration’s possible 
effect on IT spending than with 
modern business realities, such 

as IT outsourcing and corporate 
mergers and acquisitions. 

For instance, 30% of survey 
respondents named “lost jobs 
due to outsourcing” as among 
the top five challenges facing IT 
workers today. The cruise line 
senior engineer notes that one 
of his company’s major com-
petitors recently outsourced a 
large portion of its IT work to 
Paris-based Capgemini. “I don’t 
expect any changes in my com-
pany for at least a few months 
because we’re going through 
quite a bit of transition,” he 
says. “But after that, who 
knows? It’s possible that they’ll 
outsource the IT department. It 
seems to be the industry trend.”

An IT business architect who 
has worked for a major airline 
for 22 years reports that he got 
a 9% raise for the second year 
in a row, putting his salary back 
on track after several lean years 
in the airline industry. But the 
company has recently gone 

through a merger, and its head-
quarters is now in another city. 
“We’re now a satellite office, 
so my concern is more around 
forced relocation or shutting 
down a location,” says the busi-
ness architect, 45. “Is somebody 

going to walk in and say, ‘This 
office is done’?” 

Forging Ahead With Hiring 
The uncertain political and 
business climate isn’t curbing  
some companies’ hiring plans. 
Incentive travel company 
Maritz expects to add 10 full-
timers to its team of 300 IT em-
ployees this year as it transforms 
into a consumer-facing software 
company with expanded plat-
forms and business offerings, ac-
cording to senior vice president 
of technology Bryan Phillips, 55. 
“Front-end Java development is 
a hot skill for us. Business intel-
ligence is another one,” he says. 
“We’re getting very heavily into 
machine learning and predic-
tive analytics.” 

A senior customer relation-
ship manager for a cloud host-
ing company in St. Louis says 
his employer plans to add full-
time system administrators, 
first-tier call center technicians 

Glad to Be in IT

Very 
satisfied

51% 
Satisfied 

34% 

Neither satisfied nor dissatisfied

How satisfied are you with your 
decision to pursue a career in IT?

Very dissatisfied: 

1%
Dissatisfied: 

4%

Base: 2,782 respondents. Percentages do  
not add up to 100 because of rounding.

Biggest Challenges
Top 5 challenges facing  

IT pros today:

Keeping up 
with technology 
advancements

48%

Undervaluing older 
workers

39%

Alignment of IT with  
the business

35%

IT talent shortage 30%

Lost jobs due to 
outsourcing

30%

 
Base: 2,782 respondents;  

multiple responses allowed.11%
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and possibly some project man-
agers in response to increased 
competition from other hosted 
services providers. “I’m ex-
cited about the changes [in the 
political climate], but those 
changes also bring a whole lot 
of unknowns,” says the 60-year-
old, who has been with the 

company for nine years. “But 
I’m generally optimistic for the 
overall IT industry. I hope to be 
relevant and needed by my em-
ployer for many years to come.” 

Last fall, Robert Half Tech-
nology surveyed 2,500 CIOs 
about their hiring outlook for 
the first half of 2017. At that 
time, just 16% of the respon-
dents said they planned to add 
more IT staffers, but 69% said 
that they expected to hire peo-
ple to fill open IT jobs. Just 12% 
of those polled reported that IT 
hiring plans were on hold. “The 
hiring picture overall continues 
to be very positive,” says Reed.

“Companies continue to have 
[jobs] that chronically remain 
open because they can’t find the 
right person,” he says, adding 
that such vacancies are especial-
ly common in database manage-
ment, desktop support, network 
administration and security. 

Indeed, 37% of the manag-
ers who took Computerworld’s 

survey reported that they have 
spent three to six months filling 
certain open IT positions, and 
15% said they’ve spent more 

than half a year trying to find 
the right person for an IT job.

Despite the demand for IT 
talent and the lure of higher 
salaries elsewhere, it seems that 
many IT pros are happy right 
where they are: 45% of the re-
spondents to Computerworld’s 
salary survey said they aren’t 
looking for new jobs. And when 
asked where they expect to 
be in five years, 46% said they 
would likely be working for the 
same employer, either in the 
same position or a higher one.

Overall, “it seems like a lot of 
things have leveled out,” and the 
job-hopping race for bigger sala-
ries has slowed, says Heinlein, 
who joined Walgreens right out 
of college 20 years ago. “I’ve 
noticed the larger companies 
are rewarding people who have 
hung around and have some ex-
perience with the company.” u

COLLETT is a Computerworld  
contributing writer.

Sitting Tight
Which of the following best 

describes your job search status?

Not looking for a new job 45%

Passively looking for a 
new job at a different 
organization

39%

Actively looking for a 
new job at a different 
organization

10%

Seeking a new job within  
the same organization

5%

Base: 2,782 respondents. Percentages  
do not add up to 100 because of rounding.

Career Outlook
Where do you expect to be in your 

career five years from now?

Promoted to a higher-
level position within  
the same company

25%

At a higher-level position 
within a different 
organization

24%

At the same job in the same 
organization

21%

Retired 12%

At a similar job in a 
different organization

12%

Self-employed  4%

In a job outside the IT 
profession

 3%

Base: 2,782 respondents. Percentages  
do not add up to 100 because of rounding.
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SATISFA
CT
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N
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ETER

SENIOR MANAGEMENT
  A L L  S E N I O R  M A N AG E M E N T  P O S I T I O N S  $130,770 $17,611 $148,381 $144,127 3.0%

Chief information officer $151,313 $27,805 $179,118 $172,786 3.7%

Chief security officer $150,929 $22,379 $173,307 $162,912         6.4%                  

Chief technology officer $120,484 $7,797 $128,281 $126,375 1.5%

Director of IT $115,563 $11,685 $127,248 $124,617 2.1%

Director/VP of systems development $143,294 $19,827 $163,121 $157,296 3.7%

Internet technology architect/strategist $133,341 $22,467 $155,807 $151,884 2.6%

Vice president of IT $155,915 $24,568 $180,483 $174,844 3.2%

MIDDLE MANAGEMENT
  A L L  M I D D L E  M A N AG E M E N T  P O S I T I O N S  $98,807 $5,815 $104,622 $102,140 2.4%

Application development manager $118,643 $6,756 $125,399 $122,492 2.4%

Computer operations manager $95,583 $5,542 $101,125 $99,204 1.9%

Database/data warehousing manager $107,745 $6,890 $114,635 $110,173 4.1%

Help desk/technical support manager $75,122 $2,120 $77,242 $75,224 2.7%

Information security manager $112,864 $6,211 $119,075 $116,238 2.4%

IT manager $93,497 $5,556 $99,053 $96,413 2.7%

Continued on page 19n Highest percentage compensation change for this category

 AVERAGE AVERAGE 2017 2016 % CHANGE 
 SALARY BONUS TOTAL TOTAL  TOTAL COMPMONEY

How satisfied are you with your 
total compensation package?

How did you feel 12 months ago?

More satisfied 14%

Less satisfied  21%

The same  66%

Base: 2,782 respondents

[ Percentages may not add up to 100 
because of rounding. ]

Very dissatisfied: 4%

Satisfied

38%

Neither  
satisfied nor dissatisfied

Dissatisfied 

21%

Very satisfied

25%

13%
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Network manager $93,740 $6,402 $100,142 $98,320 1.9%

Product manager $118,335 $8,215 $126,550 $120,407            5.1%                  

Project manager $104,505 $5,746 $110,252 $109,423            0.8%

TECHNICAL STAFF
  A L L  T EC H N I C A L  STA F F  P O S I T I O N S  $84,277 $3,906 $88,183 $85,442 3.2%

Application developer $93,366 $3,769 $97,135 $98,237 -1.1%

Business analyst $87,569 $5,424 $92,993 $89,472 3.9%

Business intelligence analyst $90,586 $3,213 $93,798 $92,497 1.4%

Database administrator $100,587 $4,273 $104,860 $101,907 2.9%

Database developer/modeler $90,668 $8,567 $99,235 $96,771 2.5%

Enterprise architect $123,867 $9,964 $133,830 $130,081 2.9%

Help desk/technical support specialist $50,275 $1,194 $51,469  $48,954 5.1%

Information security specialist $96,383 $3,649 $100,032 $97,521 2.6%

Network administrator $70,242 $1,560 $71,802 $69,649 3.1%

Network architect $113,713 $8,687 $122,400 $115,647 5.8%

 AVERAGE AVERAGE 2017 2016 % CHANGE 
 SALARY BONUS TOTAL TOTAL  TOTAL COMP

Continued on page 20n Highest percentage compensation change for this category

CURRENT JOB
How satisfied are you with your 
current job?

How did you feel 12 months ago?

More satisfied  20%

Less satisfied  17%

The same  60%

Not in the same position  3%

Base: 2,782 respondents

[ Percentages may not add up to 100 
because of rounding. ]

Satisfied

43%

Very dissatisfied: 3%

Very 
satisfied

19%

Dissatisfied 

Neither  
satisfied nor dissatisfied 

21%

14%

Middle management positions, continued from page 18
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Technical staff positions, continued from page 19

Network engineer $90,508 $5,048 $95,556 $92,491 3.3%

Programmer/analyst $86,243 $3,611 $89,854 $87,146 3.1%

Project leader $95,925 $5,349 $101,274 $97,884 3.5%

Quality assurance specialist $76,102 $2,686 $78,788 $77,933 1.1%

Software developer $90,955 $5,233 $96,188 $93,223 3.2%

Software engineer $103,456 $4,603 $108,059 $103,388 4.5%

Storage administrator/architect/engineer $102,343 $5,944 $108,287 $104,344 3.8%

Systems administrator $73,460 $2,093 $75,553 $72,299 4.5%

Systems analyst $72,874 $1,898 $74,772 $73,081 2.3%

Senior systems analyst $94,657 $4,394 $99,051 $96,638 2.5%

Systems architect $109,934 $7,255 $117,190 $112,904 3.8%

Systems programmer $106,899 $4,248 $111,147 $108,809 2.1%

Technician $52,961 $653 $53,614 $52,697 1.7%

Technology/business systems analyst $79,596 $4,569 $84,165 $81,036 3.9%

Web developer $72,113 $4,333 $76,446 $71,630  6.7% 

AVERAGE AVERAGE 2017 2016 % CHANGE 
SALARY BONUS TOTAL TOTAL  TOTAL COMPSECURITY

How secure do you feel your job is?

How did you feel 12 months ago?

More secure  20%

Less secure 14%

The same 63%

Not in the same position  4%

Base: 2,782 respondents

[ Percentages may not add up to 100 
because of rounding. ]

Not at all secure: 3%

Very 
secure

29%

Secure 

35%

Somewhat 
secure

26%

n Highest percentage compensation change for this category

Not very secure

7%
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STRESS
How stressful is your job?

Not at all stressful: 2%

How stressful was it 12 months ago?

More stressful  17%

Less stressful  18%

The same  61%

Not in the same position  3%

Base: 2,782 respondents

[ Percentages may not add up to 100 
because of rounding. ]

Stressful 

29%
Somewhat 
stressful  

39%

Not very 
stressful

Very 
stressful

17%

Workplace Woes
Top 5 factors negatively affecting working conditions:

Increased IT workload 46%

New, understaffed projects 32%

Budget cuts 28%

Unfilled open positions 22%

Hiring freeze 16%

Base: 2,782 respondents; multiple responses allowed.

How We Conducted the Survey

Computerworld’s 31st annual IT Salary Survey was 
administered via the internet. The survey results in-
clude responses from both Computerworld digital maga-
zine subscribers and visitors to Computerworld.com.

The collection of data began on Aug. 24, 2016, and  
concluded on Nov. 19. A total of 3,281 people responded 
to the survey. Of those respondents, 2,782 were  
employed full time or part time and were eligible to  

complete the entire survey. At the 95% confidence  
level, the margin of error for this sample size is 1.9  
percentage points.

Compensation figures for 2016 were calculated based 
on the percentage change reported by respondents.

You’ll find a detailed look at the survey methodol-
ogy, respondent demographics and much more at  
Computerworld’s IT Salary Watch online. 

Career Worries
Top 5 career concerns for 2017:

Keeping skills up to date/being  
valuable to employer

22%

Flat/stagnant salary 17%

Finding an appropriate new position for my  
skill set

14%

Changing structure and role of the IT department 12%

Increased workload 10%

Base: 2,782 respondents

14%

http://www.computerworld.com/category/it-salary-watch/
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Want a big salary bump? 
Consider these four hot IT specialties 
and emerging subspecialties.  
BY MARY K. PRATT

JACK SUNDERMAN has 
had a virtual “help wanted” 
sign out for nearly six months. 

Sunderman, CIO and CTO at 
Medac, a medical billing company in North 
Augusta, S.C., wants to fill an open database admin-
istrator position. He’s looking for a DBA with experience in 
business intelligence and reporting. The position has been 
open since a nearby company lured away Sunderman’s previ-
ous DBA with an offer of a 20% increase in pay.

With the unemployment rate in IT hovering in low single 
digits according to U.S. Department of Labor figures, IT ex-
ecutives say they expect to continue paying a premium for 
tech talent. It’s a classic supply-and-demand market dynamic. 
Average pay for IT pros at all levels is up 3%, according to 
Computerworld’s 2017 IT Salary Survey findings.
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However, salaries aren’t increasing at the 
same pace across the board. Enterprise de-
mands for specific skills and a shortage of 
tech workers trained in certain technologies 
mean that some IT disciplines are seeing 
higher spikes in compensation than others.

Sunderman ran smack into that trend 
with his DBA position. Data and analytics 
expertise is one of four tech specialties that, 
along with application development, secu-
rity and cloud computing, are in particularly 
high demand this year and are therefore 
among the best paying in IT.

Fortunately, those four areas represent a 
broad array of opportunities for IT profes-
sionals looking to advance their careers and 
boost their paychecks. Here’s how each field 
is shaping up in the job market, along with a 
look at the hottest skills and emerging sub-
specialties, as well as some interesting cross-
over roles that require expertise in more 
than one of the four main disciplines.

Application Development
Kristina Kolbas, senior vice president of 
client platforms at Quicken Loans, says she 
and her colleagues “are always looking for 
great developers.”

She’s in good company. In Computer-
world’s survey, application development was 
the No. 1 most sought-after skill: 38% of the 
531 managerial respondents who said they 
expect to hire this year reported that they 
were looking for developers.

Not all application developers are in 
equally high demand, however. Hiring man-
agers, recruiters and IT industry analysts say 
organizations are hiring more mobile app 
developers and web developers than those 
focused in other areas. Kolbas, for instance, 
says Quicken Loans is particularly interested 
in mobile developers, and she points out that 
they can command higher salaries than other 
developers because many companies are put-
ting a high priority on mobile initiatives.

According to IT staffing firm Robert Half 
Technology’s 2017 Technology and IT Sal-
ary Guide, developer/programmer analysts 
can command $83,000 to $143,000, while 
mobile app developers get $118,750 to 
$182,000, and senior web developers earn 
$116,000 to $161,500.

Jairus Martin, a senior programmer ana-
lyst at contact lens maker Bausch + Lomb, 
says he has seen a strong demand for people 
with expertise in web development languages 

such as PHP, HTML and jQuery and database 
languages such as SQL. 

Companies also have growing needs for 
developers who can do specialized work, he 
says. For instance, his company is hiring an 
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In-Demand Skills
What types of IT skills do you expect your 
organization will hire for in the next 12 months?

Application development     38%                      

Help desk/IT support     35%   

Security     28%   

General IT functions in multiple areas     27%   

Business analytics     22%   

Network administration     19%   

Cloud computing     18%   

Business intelligence     16%   

Networking     15%   

Database analysis and development     13%      

Base: 531 IT managers expecting to increase head count in the 
next 12 months; multiple responses allowed.

What types of IT skills do you expect your organization will hire for in the next 12 months?
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application framework developer to help 
design a single-source system to connect 
data sources, applications and reports.

Seth Robinson, senior director of technol-
ogy analysis at CompTIA, a nonprofit IT trade 
association, also observes that there’s an on-
going need for custom software, particularly 
mobile apps. He also points out that compa-
nies need developers who can support the 
increasing automation happening within IT. 

In addition to specialists, programmers 
comfortable working with the full range 
of technologies needed to support a prod-
uct — so-called full-stack developers — are 
increasingly in demand, Robinson says. 

Similarly, Martin notes that companies 
seem willing to pay for people who can 
work with multiple languages and in differ-
ent areas. “Normally,” he says, “if someone 
is a back-end developer they don’t develop 
front end, and vice versa. But now there’s 
a crossbreed or hybrid because of all the 
open-source technology. You can be both.” 

The job market also favors people who 
know open-source frameworks such as Yii 
and who have agile development skills, 
both of which allow developers to respond 
quickly to work requests. “It’s about how 
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Emerging Application Development Roles
We asked tech leaders what new job titles were being introduced in  

their IT organizations. Here are the app dev titles they named.

Note: The larger the type, the more common the response. Sources: Computerworld’s 2017 IT Salary  
Survey (base: 1,263 IT managers) and our 2017 Premier 100 Technology Leaders survey (base: 100 IT executives).
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you are able to solve your company’s prob-
lems,” Martin explains.

Robinson also notes that developers with 
experience in agile development practices 
and IT operations requirements are in de-
mand, because they can fill the growing 
need for DevOps professionals, who are 
particularly important for cloud computing 
initiatives. 

According to Foote Partners, an IT re-
search and advisory firm, the average salary 
for DevOps engineers ranges from about 
$103,500 for someone with three years of 

relevant experience to $134,500 for a lead 
DevOps engineer with seven years’ experi-
ence. Paul Wallenberg, unit manager  
of technology services at recruiting firm  
LaSalle Network, gives a slightly lower 
range of $90,000 to $115,000 for DevOps 
engineer salaries.

Security
It’s no secret that the demand for informa-
tion security professionals has been sky-high 
in recent years, driven in part by increased 
corporate attention to infosec following 

headline-making breaches at major compa-
nies. In the Computerworld Salary Survey, 
security was the third most sought-after skill 
among the managerial respondents who 
expect to expand their IT staffs this year. 

Where demand goes, salaries follow: 
Security is the third highest-paying IT spe-
cialty according to Computerworld’s 2017 
survey results; it’s also the specialty that 
saw the fourth highest boost in compensa-
tion from 2016.  

According to Wallenberg, pay for lower- 
level security professionals averages 
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Note: The larger the type, the more common the response. Sources: Computerworld’s 2017 IT Salary Survey (base: 1,263 IT managers)  
and our 2017 Premier 100 Technology Leaders survey (base: 100 IT executives).

Emerging Security Roles
We asked tech leaders what new job titles  

were being introduced in their IT organizations. 
Here are the security titles they named.
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$70,000 to $95,000 in most of the coun-
try. Security engineers command around 
$130,000, security team leads get $170,000 
to $180,000, and CISOs earn $200,000 to 
$500,000 in total compensation. 

Daniel Saroff, CIO for the Boston-based 
Committee for Public Counsel Services, 
a public defender agency for the state of 
Massachusetts, says he has seen pay for 
security professionals rise nearly 40% in 
recent years. That makes the cost of hiring 
new security specialists prohibitive. “They’d 
be paid more than I am, literally,” he says. 
Therefore, he opts to use contractors for 
some security work while also adding in-
house skills by training existing staffers in 
other areas of security.

The number of specialized security skills 
is growing fast, experts say, as is the list 
of the subspecialties and new titles in the 
field. New roles include IT security auditor, 
cloud security architect, security operations 
manager, application security architect and 
infrastructure security architect, says Leon 
DuPree, a senior security architect at Dew-
point, a Lansing, Mich.-based provider of IT 
services, including enterprise security opti-
mization and staffing support.  

He adds that several even newer titles are 
starting to emerge, such as IT security liai-
son, cybersecurity data scientist, vendor risk 
management director, business process re-
engineering security consultant and security 
awareness trainer. 

In most cases, such security specialists 
are making $100,000 and up, says DuPree, 
who has worked at Dewpoint for the past 
three years and in security for more than a 
decade. He has collected salary figures from 
jobs offered by Dewpoint, colleagues in the 
industry, and jobs offered by other profes-
sional service organizations.

A certified IT security auditor, for exam-
ple, earns $94,000 to $170,000 at the direc-
tor level, he says. A cloud security architect 
earns $102,000 to $181,000; an application 
security architect, $100,000 to $180,000; 
and an infrastructure security architect, 
$100,000 to $160,000. Lower on the pay 
scale, DuPree says, are security awareness 
training personnel, who may earn on the 
order of $52,000, and vendor risk manage-
ment professionals, who earn $73,000 to 
$126,000. Pay varies depending on a variety 
of factors, including location, industry, com-
pany size and experience level.

Similarly, Chris Conner, director of in-
formation security at Astute Solutions, a 
customer service and knowledge manage-
ment software provider in Columbus, Ohio, 
says he’s seeing a growing list of security 
specialties and new roles, such as vice presi-
dent (or director) of compliance, director of 
privacy (or even chief privacy officer at the 
largest companies), with salaries in the mid 
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Red-Hot Specialties
Tech functions with the highest average 
compensation in 2017:

Cloud computing     $129,743   

ERP     $126,334   

Security    $123,063   

Enterprise application integration    $120,594   

Application development      $114,026   

Business intelligence/analytics         $112,268   

All IT job functions           $106,940      

Base: 2,782 respondents; results shown for functions  
with at least 50 respondents.



$100,000s and up. Other roles include soft-
ware security specialist and cloud security 
specialist, with pay ranging from $120,000 
to $150,000, he says.

As subspecialties proliferate, people who 
hold security roles may no longer be part of 
traditional infosec groups, and they may not 
be focused solely on security, says Robinson. 
He also points out that security responsibili-
ties are increasingly being embedded into 

other IT positions, particularly those that 
focus on cloud and development, and hybrid 
security roles are popping up in business 
units as well.

Data and Analytics
Sunderman, who oversees Medac’s 30-per-
son IT department, says he’s offering an-
nual compensation of slightly less than 
$100,000 for his open data position. He 

says it’s hard to compete in a market where 
pay is on the upswing. “If you’re paying 
someone less than that, you won’t have 
them long,” he adds.

CompTIA’s Robinson says competition 
is stiff for data and analytics talent. For ex-
ample, because the big data revolution is 
still relatively new, he notes, there’s a dearth 
of well qualified people who can step into 
research analyst and data scientist roles.
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Emerging Data and Analytics Roles
We asked tech leaders what new job titles were being introduced in their  

IT organizations. Here are the data and analytics titles they named.

Note: The larger the type, the more common the response. Sources: Computerworld’s 2017 IT Salary Survey (base: 1,263 IT managers)  
and our 2017 Premier 100 Technology Leaders survey (base: 100 IT executives).



Business analytics, business intelligence, 
and database analysis and development are 
all among the top 10 skills sought by mana-
gerial respondents to the Computerworld 
survey who said they expect to increase head 
count this year. These fields are also all in 
the top 10 when it comes to highest average 
compensation and highest year-over-year 
pay boost, according to the survey. 

When asked to list job titles that are en-
tirely new to their IT organizations, the 
senior and midlevel managers polled named 
far more roles in data and analytics than 
in any other discipline. New titles include 
chief analytics officer, chief data officer, 
director of business intelligence, data ana-
lytics manager, business analyst, business 
intelligence analyst, data analyst, data scien-
tist and data architect. There were also sev-
eral data-focused developer roles, such as BI 
developer and data modeler.

Dean Lythgoe, director of business intelli-
gence at medical facilities staffing firm CHG 
Healthcare Services, says in the past he has 
hired business analysts who specifically 
work on BI projects, where their respon-
sibilities include helping define report re-
quirements. Other new roles at CHG focus 

on administering recently purchased data 
tools, including Tableau and Oracle’s Cus-
tomer Data Management Cloud.

“Salary ranges continue to grow, and we 
are constantly evaluating and adjusting to 
remain competitive,” Lythgoe says, noting 
that a Level 1 BI engineer earns $65,000 
to $95,000 annually, a Level 2 BI engineer 
makes $70,000 to $107,000, and a senior BI 
engineer $80,000 to $120,000.

According to PayScale, which collects 
salary and benefits data, the median sal-
ary is $92,000 for U.S. data engineers, 
nearly $99,000 for analytics managers, and 
$133,000 for directors of analytics.

Any role that touches data seems to be do-
ing well these days. Perry Sticca, a business 
systems analyst who works for a 65,000-per-
son company in Southern California, says 
he has received 10% to 20% bumps in pay 
when he has moved from one company to 
another. It’s a typical hike in his profession, 
says Sticca, who has specialized in financial 
reporting systems since 1997.

Moreover, experts working as consultants 
in certain data-related systems, such as the 
financial consolidation and reporting tool 
Oracle Hyperion Financial Management, are 
in particularly high demand, Sticca says, add-
ing that he sees people in this group taking in 
well over $200,000 annually. “It’s amazing 
how much money [you can make] when you 
know these specialized products,” he says.

Cloud Computing
Since cloud computing began to take off 
in the enterprise about a decade ago, cloud 
experts have commanded high pay because 
demand outstripped available expertise. In 
fact, according to Computerworld’s 2017 sala-
ry survey, people who work in cloud comput-
ing are the best compensated among all IT 
professionals. And according to jobs listings 
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Specialists Wanted
If IT is hiring in your organization, are the majority 
of open IT positions . . .

Highly skilled specialist positions     66%           

Staff/entry-level technical positions      30%          

Management positions        2%                  

Base: 531 IT managers expecting to increase head count in the next 
12 months. Percentages don’t add up to 100 because of rounding.



website Dice, IT pros skilled in CloudStack, 
OpenStack and platform-as-a-service (PaaS) 
tools are making around $140,000 a year.

Expertise in cloud computing is the sev-
enth most sought-after skill among mana-
gerial respondents to the Computerworld 
survey who plan to expand their IT staffs. As 
is the case with security, Rob-
inson notes, organizations are 
assigning cloud tasks not only 
to people with cloud-specific 
job titles but also to IT staffers 
who pick up cloud duties as 
part of a broader portfolio of 
responsibilities, particularly 
in software development, net-
work architecture and admin-
istration, and systems archi-
tecture and administration.

Kolbas says Quicken Loans 
is taking that approach when 
hiring systems engineers. “We 
look for a broader skill set, and 
if they have cloud capability, 
that’s a plus,” she says. Like 
many other large and midsize 
companies, she says, Quicken 
Loans is not 100% in the 

cloud, so it needs people who can support 
both on-premises and cloud-based systems.

So what cloud skills are employers will-
ing to pay more for? LaSalle Network’s Wal-
lenberg lists experience in DevOps and with 
vendor-specific platforms such as Amazon 
Web Services (AWS) and Microsoft Azure 

as the cloud-related skills most valued by 
employers. The field includes titles such as 
cloud engineer, cloud administrator and 
AWS engineer, says Wallenberg, and those 
roles are paying $125,000 to $140,000. 

David Foote, CEO of Foote Partners, 
which tracks IT compensation at a granular 
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Emerging Cloud Computing Roles
We asked tech leaders what new job titles were 
being introduced in their IT organizations. Here 
are the cloud titles they named.

Note: The larger the type, the more common the response. 

Sources: Computerworld’s 2017 IT Salary Survey  
(base: 1,263 IT managers) and our 2017 Premier 100  
Technology Leaders survey (base: 100 IT executives).



level, says premium pay has grown for dozens of cloud skills, 
including AWS, Citrix XenApp/Citrix Cloud, PHP, Google 
Cloud Platform and OpenStack, along with Java SE/Java EE, 
Ruby and Ruby on Rails. And IT professionals with Apache 
CloudStack, Rackspace Cloud, Linux and Microsoft Azure 
skills may be eligible for an average bump equal to 10% of 
their base pay, according to Foote Partners research — so if 
the base pay is $100,000, those skills could earn them an ex-
tra $10,000. Other key skills that still command a premium 
are capacity planning and management, configuration man-
agement and DevOps. 

Rich Kourtz, who works in cloud computing as a prin-
cipal engineer at Cambridge, Mass.-based BitSight Tech-
nologies, says more companies are starting to embrace the 
cloud for its multiple benefits, and that pushes up demand 
for cloud skills. Moreover, he says, cloud computing con-
tinues to evolve and mature, allowing people with expertise 
in the latest cloud-related technologies, such as OpenStack 
and containers, as well as those with DevOps experience, to 
command even higher premiums.

“There are so many [job] postings out there. Everyone I 
know gets multiple recruiters calling them a week — that 
drives salaries up,” he says. “You’ll be hard-pressed to find 
a software engineer [with cloud skills] who will com-
plain about his or her compensation.” u

PRATT is a Computerworld contributing writer. You can 
contact her at marykpratt@verizon.net.
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Monetary 
compensation is 
big, but creative 
perks really help 
companies stand 
out in the crowd.  

BY BETH STACKPOLE

AS
A MIDWEST INSURANCE BROKERAGE 
navigating digital transformation, 
Ash Brokerage is committed to pulling 
out the stops to attract and retain the 
right IT talent. Because its Fort Wayne, 
Ind., location isn’t a draw compared to 
other metropolitan areas, Ash offers com-
petitive salaries in addition to bonuses. 
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But compensation alone isn’t 
enough to keep a deep bench 
happy and engaged, says CIO 
David Threm.

To heighten its appeal, the 
400-person company offers
its 26 IT staffers flexible work
schedules and opportunities
to attend conferences and take
part in leadership training
programs. In June of 2016, Ash
moved into new headquarters
in downtown Fort Wayne. The
firm now occupies modern
offices featuring millennial-
friendly perks like foosball,
Ping-Pong and video game set-
ups. It all plays into a corporate
culture that puts an emphasis
on technology and tries to pri-
oritize individual employees’
needs — themes that Threm
says have bolstered IT recruit-
ment and retention efforts.

“We try to remove a lot of 
barriers to people being suc-
cessful,” says Threm, 47, who 
is also an executive vice presi-

dent at Ash. “We don’t want 
them to think about salary or 
how to get flexibility if there’s 
a new baby at home. We want 
them to think about doing 
their job.”

Despite rising salaries, com-
panies are still having a hard 
time filling tech positions. Just 
over half (52%) of IT managers 
who responded to Computer-
world’s 2017 IT Salary Survey 
said it takes three months or 
longer to fill open positions. 

Not surprisingly, in a Novem-
ber survey by IT staffing firm 
Robert Half Technology, 55% 
of CIOs said they were worried 
about employee retention over 
the next 12 months, and 24% 
said losing a highly skilled team 
member without notice would 
adversely impact the business, 
given the difficulty of finding 
a qualified replacement. That 
means companies like Ash need 
to think outside the box when it 
comes to attracting and retain-

ing tech professionals.
The extent to which demand 

for IT talent outstrips supply is 
escalating because automak-
ers, financial services firms and 
other companies in sectors that 
traditionally haven’t been big 

technology employers now find 
themselves in need of people 
with expertise in cloud comput-
ing, business analytics, security 
and other fields to drive digital 
transformation, notes Jason 
Hayman, research manager at 
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Rewards and Motivators
10 rewards and perks most commonly offered by employers

Company-paid employee attendance at conferences/
industry events

48%

Telecommuting options and/or flexible hours 47%

Technical, business or leadership training 
(in-house or reimbursed)

47%

Annual bonuses 44%

Spot bonuses or other employee reward/recognition programs 28%

Mentorship or career development programs 26%

Peer-to-peer reward/recognition programs 26%

Company-provided meals or snacks 25%

Off-site group activities (volunteer days, outings to sporting 
events, etc.) 

24%

On-site rec room (foosball, Ping Pong, video games, etc.) 10%

Base: 1,263 IT managers; multiple responses allowed.
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IT staffing and services provider 
TEKsystems. “The war for IT 
talent continues to rage, and 
the talent pool just can’t keep 
up with demand,” he says. “Sal-
ary and bonuses are one way to 
attract people . . . but it’s critical 
to have a variety of perks and 

benefits to make [your compa-
ny] stand out from the crowd.”

To be sure, monetary bonuses  
are still effective motivation 
and retention tools: 63% of IT 
employees participating in the 
Computerworld salary survey 
placed a high value on annual 

bonuses, although other perks 
resonated nearly as well. Asked 
what type of benefits they pre-
fer, 63% of respondents said 
they’re interested in telecom-
muting and flextime options, 
52% cited company-paid excur-
sions to conferences and indus-
try events, and 49% mentioned 
technical, business or leader-
ship training.

Perks With a Twist
Trendsetting employers like 
Netflix and Facebook are serv-
ing up these traditional perks 
with a twist — offering employ-
ees the option of, for example, 
alternative work schedules,  
extended time off for sab-
baticals or maternity/paternity 
leave, and reimbursement for 
expenses like day care and 
adoption fees, Hayman says. 

Management-level respon-
dents to the Computerworld sur-
vey said their companies mostly 
use more traditional tactics, the 
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Preferred Perks
10 rewards and perks most highly valued by IT pros

Annual bonuses 63%

Telecommuting options and/or flexible hours 63%

Company-paid employee attendance at 
conferences/industry events

52%

Technical, business or leadership training 
(in-house or reimbursed)

49%

Spot bonuses or other employee reward/recognition programs 35%

Mentorship or career development programs 24%

Paid or unpaid sabbaticals 18%

Company-provided meals or snacks 17%

Off-site group activities (volunteer days, outings to sporting 
events, etc.) 

14%

Peer-to-peer reward/recognition programs 10%

Base: 2,782 respondents; multiple responses allowed.

“Our folks could 
work elsewhere for 

more money, but 
they can see  
a career path 

here.” 
TOM STAFFORD,  

CIO,  HALIFAX HEALTH

H A L I F A X  H E A LT H
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most popular being company-
paid trips to conferences and 
industry events (cited by 48% 
of those respondents), tele-
commuting and flexible hours 
(47%), technical, business and 
leadership training (47%) and 
annual bonuses (44%). Less 
prevalent were spot bonuses or 
other employee reward and rec-
ognition programs (28%), free 
meals and snacks (25%) and on-
site rec rooms (10%).

Hayman says the key to a 
successful perks strategy is to 
map incentives to company 
culture, ensuring that what’s 
offered is actually important to 
employees. “Not every compa-
ny needs the full laundry list of 

perks,” he says. “Putting a Ping-
Pong table in a cafeteria at an 
oil refinery probably doesn’t 
make sense. Companies have 
to take a few steps back and 
think about the employee val-
ue proposition.”

Culture Club
Greg Meyers, CIO of Motorola 
Solutions, says he’s on board 
with the idea that retention is 
80% about culture. After 50 
years in suburban Schaumburg, 
Ill., the telecommunications 
equipment provider last fall 
moved to new digs in down-
town Chicago, which makes it 
well positioned to attract talent, 
Meyers says. 
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Motivated by Money — and More
What matters most to you about your job?  

Base pay 43%

Job stability 39%

Benefits 37%

Flexible work schedule/telecommuting 36%

Vacation time/paid time off 34%

My opinion and knowledge are valued 28%

Challenge of job/responsibilities 25%

Job atmosphere/community 24%

Potential for career advancement and development 19%

Recognition for work well done 18%

Having the resources to do my job well 18%

Skills development/education/training opportunities 18%

Base: 2,782 respondents; multiple responses allowed.

“If you have a crummy culture and you put in a pool table,  
you still have a crummy culture.”

GREG MEYERS,  CIO,  MOTOROLA SOLUTIONS 

M O T O R O L A  S O L U T I O N S
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Nevertheless, he admits, 
Motorola still has to pay top 
dollar for certain competitive 
skills. “If there’s an area where 
we have no skill sets, we’ll pay 
a market rate for someone 
who brings with them a book 
of knowledge, but we don’t do 
that for a whole department,” 
he says. “We prefer to train and 
develop from within.”

Along with competitive base 
salaries, Motorola pays bonuses 
based on a percentage of salary 

depending on pay grade — IT 
gets the same as other depart-
ments — along with equity 
stakes for certain positions, says 
Meyers, 44. Still, compensation 
is table stakes, he contends, 
adding that it’s really about 
creating a culture where people 
want to come to work. And that 
involves more setting up a rec 
room or stocking a kitchen with 
all-you-can-eat snacks. “If you 
have a crummy culture and you 
put in a pool table, you still have 

a crummy culture,” he says.
Building camaraderie among 

Motorola’s 300 IT employees 
and keeping them engaged is 
key, says Meyers. To that end, he 
cites the company’s new col-
laborative office environment, 
flexible scheduling options and 
commitment to hosting creative 
social events like an annual 
miniature golf outing, carnivals 
and themed potluck lunches. 

“People are less likely to 
leave a company if they connect 

with people they work with and 
build a social life,” he says. The 
strategy seems to be paying off 
— Motorola Solutions was  
No. 18 among large organiza-
tions on Computerworld’s 2016 
Best Places to Work in IT list.

It’s a smart approach for 
smaller organizations as well. 
At Welltok, for example, many 
of the perks offered to the 200 
employees map to the mission 
of the company, which markets 
a health management platform 

2017 IT SALARY SURVEY RESULTS SPECIAL REPORT

35APRIL 2017 |  COM PUTERWORLD

Best Bonuses
Types of monetary bonuses IT managers find most useful for IT hiring, 
motivation and retention 

Performance 53%

Year-end/annual 48%

Profit-sharing 25%

Certification/training completion 23%

Project completion 15%

Base: 1,263 IT managers; multiple responses allowed.

A Bust on Bonuses?
Types of monetary bonuses IT pros have received in the past year 

None 40%

Year-end/annual 35%

Performance 23%

Profit-sharing 14%

Project completion 3%

Base: 2,782 respondents; multiple responses allowed.
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and services. (Because Welltok 
is a technology company, most 
of its employees are IT profes-
sionals, says CIO and CISO 
David MacLeod.)

For example, Welltok has 
an initiative called Café Well 
through which it provides a 
series of wellness programs, in-
cluding free health assessments 
and screenings, companywide 
competitions like a daily step-
count challenge, and even ice 
time at a skating rink located 
just outside of the company’s 
downtown Denver headquar-
ters, says MacLeod. Another 
popular perk is Welltok’s own 
suite of health management 
tools, which may periodically re-
mind employees to drink more 
water or stroll around the office 
to increase their step counts.

The company’s no-cubicle 
workspace design and comfort-
able seating areas are also a hit 
among the millennials who 
comprise a big part of Welltok’s 

workforce, says MacLeod, 56. 
There’s an abundance of free 
granola, yogurt, cheese and 
other snacks, along with easily 
accessible “huddle rooms” to 
encourage collaboration. 

“They want to be able to col-
laborate, and they don’t like the 
idea of assigned rooms,” Mac-
Leod says. “We’d rather they 
come into the break room, have 
a snack and collaborate than go 
to Starbucks.”

Train (and Promote)  
to Retain
At Halifax Health, paying big 
salaries and bonuses isn’t easy, 
but the nonprofit healthcare 
provider is able to retain IT 
employees because it empha-
sizes professional develop-
ment, says vice president and 
CIO Tom Stafford. With 4,300 
total employees, Halifax was 
ranked No. 2 among midsize 
employers on Computerworld’s 
2016 Best Places to Work in IT 
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Reasons to Jump Ship
Which factors would most influence you to change your job? 

Salary increase 73%

Better work/life balance 36%

Job security 32%

Large sign-on bonus 30%

Access to new technology projects 28%

More vacation time 28%

Organizational stability 27%

More training 22%

More responsibility 18%

New title 13%

Base: 2,782 respondents; multiple responses allowed.

Reasons to Stay
Why aren’t you looking for a new job? 

Satisfied with current job responsibilities 60%

Satisfied with organization’s culture 44%

Satisfied with current compensation 37%

Job market is poor/few opportunities 15%

Other 21%

Base: 1,263 respondents who said they’re not looking for a job; multiple responses allowed.
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list, up from No. 10 in 2015. 
Halifax was recognized for 

its training and career devel-
opment benefits, including a 
mentoring program, as well 
as perks like free fitness club 
memberships, wellness classes, 
and a weekly healthy food mar-
ketplace. Of the 100 large, mid-
size and small organizations on 
the 2016 Best Places list, Hali-
fax placed second overall for 
career development, sixth for 
training and, not coincidentally, 
fifth for employee retention. 
(Its turnover rate in IT is 6.5%, 
according to Stafford.)

In addition to those benefits, 
the company emphasizes a 
promote-from-within culture 
to prevent churn among its 57 
IT staffers, says Stafford, 47. 
“We retain employees because 
they see a future at Halifax,” 
he says. “There are examples 
of it all around them — the 
web developer who used to 
be on the service desk or the 

team lead that’s now a project 
manager. Our folks could work 
elsewhere for more money, but 
they can see a career path here 
at Halifax.” 

Flexibility, Recognition 
and Teamwork Count
For Joe Stephenson, 36, an infra-
structure engineer in the Carls-
bad Police Department in Cali-
fornia, money is important, but 
not the primary motivator for 
sticking around. There are limits 
to pay raises and bonuses when 
you work for a government en-
tity and are part of a union, as 
Stephenson is, but he says he’s 
OK with that as long as there are 
benefits that help him create a 
better work/life balance. 

For example, his IT depart-
ment’s flextime options let 
employees choose between 
working long hours Monday 
through Thursday with Fridays 
off, or working shorter hours 
five days a week. Stephenson 

opts for the latter sched-
ule so he can take his kids 
to school each morning 
instead of hiring a baby-
sitter. He also is able to 
come in late to accommo-
date special occasions — 
most recently, to see his 
daughter get an award.

“My manager takes into 
consideration the fact that 
I have a family, and those 
things are as important 
to her as they are to me,” 
Stephenson says. “The 
culture here is that our 
lives are about more than 
just our jobs.”

Sonja Reitter, 33, a glob-
al technology infrastruc-
ture specialist, says she 
draws a lot of motivation 
for her job from an employee 
recognition program offered 
by her employer, Sutherland 
Global Services. The Roches-
ter, N.Y.-based company’s Extra 
Mile program allows people to 

recognize peers for specific ac-
complishments in a Facebook 
forum; each citation accrues 
points and eventually financial 
rewards. Over the last three 
years, Reitter has received 377 
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“We’d rather [our workers] 
come into the break 
room, have a snack and 
collaborate than go to 
Starbucks.”
DAVID MACLEOD, CIO AND CISO, WELLTOK
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recognitions from her peers, 
resulting in three $500 gift 
cards. She says the points paid 
for Christmas presents last year 
— a bonus for her entire family. 

But more importantly for 
Reitter, she is the fifth  

most cited person in 
the program, out 
of a global work-
force of 50,000 

employees. “It makes me feel 
like I really made a difference,” 
she says.

At Ash Brokerage, software 
architect Phillip Bercot says the 
compensation packages, flexible 
work arrangements and perks are 
great, but it’s having an IT leader 
and set of colleagues who have 
your back that really keeps people 
around. “I started with this group 

of people as an intern not know-
ing anything, and we evolved 
into a team,” says Bercot, 29, who 
has been at Ash for five years and 
worked with CIO Threm at a pre-
vious company. “It’s something 
I don’t consider abandoning be-
cause it’s like family.” u

STACKPOLE is a Computerworld 
contributing writer.
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I RECENTLY SPENT several days 
in San Francisco on my annual 
pilgrimage to the RSA security 
conference. 

This year, I at-
tended a few ses-
sions related to 
cloud security, pri-
vacy and compliance, since my 
world these days is consumed 
with enhancing the security of 
our cloud platform and address-
ing the never-ending challenge 
of ensuring that we remain 

in compliance with the likes 
of PCI, SSAE 16, SOC 2 and 
HIPAA, not to mention staying 
up to date with the terms of  

the Privacy Shield, 
the EU-U.S. frame-
work for transat-
lantic exchanges of 

personal data that replaced the 
European Union’s Safe Harbor 
data protection framework. 

Of course a trip to the RSA 
conference wouldn’t be com-
plete without spending qual-

ity time with colleagues and 
friends at the myriad lunch 
events and evening parties.  
We all agreed that one of the 
benefits of the event was the 
convenience of having access 
to so many vendors — two huge 
expo floors, with some vendors 
on both. 

Face Time a Plus
Attending an RSA conference 
is definitely my preferred way 
of interacting with vendors. 
Some of the ones I talked to of-
fer technology I was interested 
in and some have technology 
I have already deployed. RSA 
gives me a chance to discuss 
challenges or get face time with 
knowledgeable engineers. 

In my office, if I’m interested 
in a technology, I typically have 
to set aside an hour for an of-
fice visit or online meeting. 
The first 15 minutes are usually 
gobbled up by logistics such 
as getting the representatives 

badged in, escorting them to 
the conference room and con-
necting with the remote people. 
Murphy’s Law usually applies, 
and folks get lost or there are 
remote setup problems. Then, 
you need 10 minutes for all the 
introductions. That’s followed 
by 15 minutes of marketing 
slides. So we have about 20 
minutes left, and so far nothing 
of value. Finally, we might get a 
meaningful demo and a discus-
sion about architecture. Most 

Security Manager’s  Journal
For our manager, the annual security gathering is 

a great way to get quality time with vendors.

RSA Conference Pays Off

Trouble 
Ticket

At issue: Another 
year, another RSA 

security conference.

Action plan: 
Spend time with 

vendors and colleagues 
while investigating the 
best ways to mature 
the company’s security 
program.

FIND FULL COVERAGE of IT 
security at computerworld.com/

category/security

http://www.computerworld.com/category/security/
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meetings end with me wishing  
I had been able to ask more 
questions. 

A Wealth of Information
At RSA, the formalities are 
tossed and you can jump right 
in, asking about the things you 
most want to know about. After 
a few short hours on the floor, 
six or seven vendors have given 
me a wealth of information and 
I have leads on several products 
I might be interested in moving 
forward with, as well as answers 
to questions about technologies 
I have already deployed. 

This year, I spent time with 
vendors that offer CASB (cloud 
access security broker) technol-
ogy, which would let us extend 
and apply our security policies 
to the many SaaS-based cloud 
applications we use. 

Also intriguing was a tool 
that could help our operations 
team monitor the behavior of 
employees with privileged ac-

cess to our production infra-
structure. 

Another company of inter-
est offers a way to easily man-
age the security configurations 
of our critical infrastructure, 
although for now I will just be 
keeping tabs on its progress, 
because the system doesn’t yet 
work with many of the primary 
devices and operating systems 
we use. Until that shortcom-
ing is eliminated, I’ll continue 
to manage cumbersome XML-
based policy files.

At the evening events, 
my colleagues and I shared 
thoughts on security strategy 
and opinions on what works 
and what doesn’t. Those discus-
sions are a good way to validate 
that my security program is on 
track and a reminder that I’m 
not the only one with frustra-
tions and problems. (In the 
case of our yearly PCI audit, for 
example, the problems audi-
tors cited in their interpreta-

tions of some of our controls 
are paltry compared with what 
some of my colleagues are going 
through.) 

Back in the office, I passed 
out the swag I had collected on 
the expo floor. Now I need to 
schedule some follow-up meet-
ings with the most promising 
vendors and get back to matur-
ing my security program. u

This week’s journal is written by 
a real security manager, “MATHIAS 

THURMAN,” whose name and em-
ployer have been disguised for 
obvious reasons. Contact him at 
mathias_thurman@yahoo.com.

At RSA, the formalities are 
tossed and you can jump right 
in, asking about the things you 
most want to know about. 

mailto:mathias_thurman@yahoo.com
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CHECK OUT SHARKY’S BLOG, browse the Sharkives and sign up for home delivery.

have to call support, or 
even get a new part. Once 
the computer was back up, 
the manager was allowed 
to leave. That department 
never called us again ask-
ing for a status, but would 
just wait for the announce-
ment that the server was 
up. Eventually, all the de-
partments got the under-

standing of what we went 
through to get the server 
back up — and left us alone 
to do our work.” 

A Little Too Clever
Engineering firm needs to 
send workers out to collect 
data in the tunnels around 
a water-treatment plant us-
ing iPads — but the custom 

Seeing Is Believing 
THIS TECH DEPARTMENT FACES A CHRONIC PROBLEM: 
What to do when the server goes down and some depart-
ment or other keeps calling to ask when it will be back up. 
And IT actually manages to find a solution. “The first depart-
ment to call would be requested to send their manager up to 
the computer room to watch us,” reports a pilot fish work-
ing there. “The manager got to see us troubleshoot, maybe 

http://www.computerworld.com
http://www.mayforth.com/
http://www.computerworld.com/blog/shark-tank/
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The workers came back to the office complaining that the 
program would shut down in the middle of data entry for  
no apparent reason.

database app stops work-
ing after just a few days. 
“Then the workers came 
back to the office complain-
ing that the program would 
shut down in the middle of 
data entry for no appar-
ent reason,” says the pilot 
fish supporting the app. 
“They thought that, since 
the app also collected pho-
tos in the tunnels by the 
hundreds, the database 
might be getting full. But 
there was plenty of space 
and I couldn’t reproduce 
the problem when I tested 
it. Finally I just set them up 
with an empty database 
and they went back out. A 

few days later they were 
back — and they had found 
the problem. They were us-
ing a stylus for data entry 
so they could do it wear-
ing gloves. The gloves had 
magnets in them, to stick 
them together when they 
weren’t being worn. If the 
worker moved his hand just 
right over the tablet, the 
magnet triggered the mag-
netic switch in the tablet 
to turn it off, just as if the 
cover had been closed.”

Not Quite Foolproof
Programmer pilot fish’s 
first assignment at this 
company is to work on a 

module in the homegrown 
accounting system that 
lets the procurement de-
partment create purchase 
orders directly from a cus-
tomer’s sales order. “The 
module had gone live, but 
there was still the occa-
sional issue, so I added a 
detailed error-tracking log,” 
says fish. “Late one day, we 
received a call that all the 
open sales order numbers 
had changed. I looked at 
the error log and found 
that one user had used the 
‘Ignore Error’ button 43 
times in the space of three 
minutes. Another program-
mer and I spent over three 

hours after work correcting 
the misnumbered sales or-
ders. Then I fixed the cause 
of the error, removed the 
‘Ignore Error’ option, and 
added a new feature: The 
error routine now created a 
unique eight-digit code that 
the user would have to get 
from us before continuing 
when encountering an er-
ror — and the issue never 
happened again.” u

DON’T IGNORE SHARKY!  
Send me your true tale of 
IT life today at sharky@ 
computerworld.com. You’ll 
snag a snazzy Shark shirt  
if I use it.

mailto:sharky@computerworld.com
mailto:sharky@computerworld.com
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Preparing for the 15-Year Future

WE ARE TRANSITING a moment 
of massive uncertainty. The 
ambiguous road ahead requires 
making a prediction about pre-
dictions. I predict that in 15 
years, 85% of the predictions, 
forecasts and trends set forth by 
the academics, analysts, futur-
ists and economists (maybe not 
the economists — their accura-
cy is increasingly suspect) will 
influence much of what hap-
pens day to day in business. 

If you’re an IT executive, ac-
celerating change will require 
you to constantly ask yourself 

this question: “What is the right 
problem to be working on to-
day?” If the answer is not what 
you were working on yesterday, 
so be it; you must adjust and 
move on. 

To best answer that recurring 
question and ensure that ener-
gies and resources are focused 
appropriately, you need to an-
swer these subordinate ques-
tions: With whom should I be 
talking? What should I be doing 
next? Where and when are the 
inflection points? And, What do 
you believe can happen?

Let’s examine each of those 
in turn. 

With Whom  
Should I Be Talking?
One of the most important 
lessons my mother took from 
her years working in the intel-
ligence community was this: 
Your network will keep you 
safe. Moving forward, IT  
executives need to cultivate 
powerful personal and profes-
sional networks. 

At a recent workshop hosted 
by the college of engineering at 

THORNTON MAY is a speaker, educator and adviser and  
the author of The New Know: Innovation Powered by Analytics. 

Visit his website at thorntonamay.com, and  
contact him at thornton@thorntonamay.com.

http://www.computerworld.com
http://www.computerworld.com/author/thornton-may/
https://www.amazon.com/New-Know-Innovation-Powered-Analytics/dp/0470461713
http://www.thorntonamay.com
mailto:thornton@thorntonamay.com
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Ohio State University, I asked 
the 60 or so C-level executives 
in attendance this question: 
“How would you respond if 
your CEO came to you and said, 
‘I’d like to talk to three provoca-
tive voices regarding the future 
of work’? What names would 
you put forward?” 

The responses were illumi-
nating. Seventy-five percent of 
them said they would suggest 
digital pioneers and chieftains 
— people such as Elon Musk, 
Mark Zuckerberg, Larry Page 
and Sergey Brin. That landslide 
of opinion supports the notion 
that the best way to know the 
future is to be the future. 

Here are some of the other 
responses: 

n   HR thought leaders: 9%

n   Futurists: 8%  
(Disclaimer: The workshop 
was facilitated by a futurist.)

n   The young (meaning the 
next generation of workers), 
the U.S. president, successful 
CEOs (of digitally transform-
ing organizations) and ahead-
of-the-curve CIOs: 4% 
(Note: Not one mention of an 
economist.) 

Who are you talking to with 
an eye toward validating that 
the things you’re working on 
are the things you should be 
working on? 

What Should I  
Be Doing Next?
The CISO at a critical-infra-
structure company remembers 
a conversation she had with 
the newly appointed (and quite 
young) CISO at a name-brand 
multinational. 

With high energy and great 
enthusiasm, the younger CISO 
was listing the many things on 
his to-do list. The older CISO 

counseled that since he couldn’t 
do all those things simultane-
ously, it was probably best to 
determine which actions need-
ed to happen first. With an infi-
nitely long to-do list, sequenc-
ing matters. 

Are you comfortable with the 
mechanism you use to decide 
how to prioritize or sequence 
what you are working on? 

Where and When  
Are the Inflection Points?
In determining where to focus 
work effort, one needs to have 
a general map of when major 
technology transitions and dis-

Who are you talking to with an eye 
toward validating that the things 
you’re working on are the things 
you should be working on?
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ruptions are likely to occur. 
While interviewing Jeff  

Immelt, longtime CEO at GE, 
CNBC’s Jim Cramer talked 
about a time in the future when 

robots would be doing all the 
work (the Robocalypse — that 
moment when all human work 
is replaced by automation). 
Immelt opined that extreme 
automation, if it occurs at all, 
lies 30-plus years in the future. 
He said he plans to focus his 
current investments on worker 
productivity — making sure GE 
employees have the tools they 

need to be as productive as pos-
sible. “We are going to make 
our workers smarter. And then 
we will see where we go after 
that,” he said. 

What Do You Believe  
Can Happen?
I have been a futurist cover-
ing the world of IT for a long 
time. The front end of the IT 
ecosystem (e.g., startups, ven-
ture capitalists, trade shows) is 
no stranger to hyperbole. Press 
releases, marketing pitches and 
keynote addresses tend toward 
the extreme and superlative. 

There’s a generation of execu-
tives in the workplace today 
who essentially achieved their 
career success because they 
didn’t believe what the vendors 
told them. 

We are transitioning to a 
world where success will be 
based on believing that great 
things can be accomplished 
with the tools at hand. We are 
no longer living in a world 
where the future never comes. 

Tomas Soderstrom, chief 
technology and innovation offi-
cer at the NASA Jet Propulsion 
Laboratory, has said he believes 
that the key causality driving 
our revolutionary times is the 
widespread belief on the part 
of ever-increasing segments 
of the modern workforce that 
amazing things “can be done 
— quickly and at so little cost. 
That is really the revolution.”

Do you believe great things 
can happen? u

We are transitioning to a world 
where success will be based  
on believing that great things  
can be accomplished with the  
tools at hand. 

http://www.cnbc.com/2017/02/15/ge-ceo-jeff-immelt-tells-cramer-hes-betting-on-the-industrial-internet.html
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