Tracking down tech falent

Y)u may;ﬁot be Ciuite ready yet to roll in-the foosball

table or schedule in-house massages, but if you're hker

‘many. real estate firms, you're getting serious about assem-
blmg a top notch e-team. '

From‘CIOs to CTOs, the real estate 1ndustry is recog-
nizing the i importance of hiring IT talent that will help it

achleve strategic technology goals in order to effectlve}y'

7_compete m todays customer-centric Web environment.

ur E-Team
Turnover, new projects, expandmg networks and develop—

Assembllnr

ment of new apphcanons are all forcing businesses to hunt .

: fo top IT talent, The explosion of the Information Age,
: pa,rtlcvglar»lyr, in the last couple of y years, have revved up

“ today’s real estate firms. They're now in full e-transforma- =

- tion 'mode, aggtessively building their e-teams:

Organizations are responding by increasing their hiring
and tréining expenditures. According to a ComputerWorld

survey in which 100 IT r managers were asked about their
12001 IT budgets, 59 percent said their budgets Wllll

mcrease an average of 10 percent. Network management
continues to require a larger share of IT talent, according
to-the survey. About 15 percent said they expect to spend
more on consultants and labor while 24 b:rcent indicated

'they would 'spend less. 7
Today’s reality of an'IT taJent shortage is Sldetrackmg

the technology initiatives of many organizations today.

~ Despite the demise of dot.coms in recent months, recruit-

ing agree that the layoffs have scarcely made a dent in
nat10nw1de shortages of IT workers
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mdmg Talented Talent

it is. essentral that companies

d ‘velop a strategrc process for 1dent1—~1

_’plans,’ number of candrdatesfﬁ" .
~ needed in each area, high- level"uv,

- education plans, txmellnes andi 4good at recrurtmg and retammg tal’

"‘Develop detalled jOl) requrre— o
‘ments fo each classtﬁcatronj

 Include both hard skills and"fwj

. '4'the1r own backyard to- determme i

_ outsrde -
"jeducatlon ﬁrms, eLeammg ori,;
Web— based : nnulated leammgl:'

"Work w1th: recrurters “or: the
‘ mternal HR department tof'ﬁllf

' Jctly what youra _many .top. corporate executiv

" products are bad or therr ﬁmdmg fell
: :"through but. because theyre ‘not

“there are any existing personnel
i ;rwhrch;can be- nurtured to fill the IT hey
. Crafr the ammg plan and cur—': *slots. In traclitional'companies, 'IT 1s :
‘,TVIIO longer the exclusive domain of
= technology experts While they may';f'
ot always- be on the curting edge, - :
todays top. managers have become':}r g

Other companres are looktng in.

more’ technology savvy, capable ofjrf' g

. makmg 1nformed technology decr— =

Indeed a growmg nu 'b':

- f:compames are expandmg the roles of

include IT—related responsrblhtres A J

,dot coms

Many ﬁrms today are scourmg'j :
lfaxlmg dot coms for talent they can'
snag ]eE Taylor, founder and CEO
of ‘Monster. com noted the"’r:
‘;February 2001 issue of FastCompany‘ Ly
that tradltlonal companies will begin
:'to bolster their Internet depart—yv
Tt ments by recrumng from collapsed :

L : Srnart compames wont splt on
‘dead dot coms,” he said. - Now that“ :

'";the economy is- flattenmg, a lot of o

"“',,people working on e—busmess pro-
)ects come from non-IT functxonal,fi

development

- Still other firms are bmng the bul— e
‘letr and “rehiring those - former .

\émployees they lost to- dot. coms.
7 Accordmg to Kazim lsfahanl, an IT - et
management ’

analyst  for

i ~Tlnformat10n Group, former employ-:
ees represent a golden opportumty =
- for orgamzatlons today ’

ar wrth the organrzat%on,

groups- like ma.tketmg and busmess,: : ',cxes,;
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“ensure that conversion issues will be * Strong observation and empathy <o Artention: to. detail; “Are they

adequately resolved. v traizs. Will they be  able to methodical in theéir thinking and
' Ly understand technology initia- i -adepe at technology integration~ ~
Aim First, Hire Second tives from thé perspective of the and process monitoring?
Whichever ‘method organizations . customer and end user? T , ‘ :
- choose to locate potential IT candi- ' o Knowledge of emerging technolo- - ~IT Attention Getters
- dates, it is critical thar they look gies. Are they not only aware of - Finding the quality candidate - that
- closely at candidates track records, 7 ererging technologies but can would be perfect for your IT position
particularly if they are coming from a they define how those technolo- is difficult énough, but selling today’s

dot.com’environment. A “hire fisst, gies can ‘impace your: business?

IT talent on making a switch can be

aim second” approach could add
up toan expensive hirihg mis
take for- companies. "According to
Forrester ' Research, to" build up "e-
business skills internally, companies

must go beyond matching job titles
and hard ‘skills: Instead; they need to
examine individuals’ behavioral traits
to determine a good fit.

' Among ‘those traits organizations
may want to consider in their I'T can-
didates are the followihg:

* Quistanding leadership qualities.
Can they éasily -communicate
the vision and goals of the com-
pany to-others? '

. Stmtegtc intellectual capacity. Can
they make quick, solid ‘decisions
in a competitive environment?

. Honmy and integrity. Do they
share the company’s-values? Will
your leadership ream feel like
they can trust them?

. VVm’k et/)zc, enthusiasm zznd drive: SureDeposif, - the " nafion's - * leading- The - bond provides' the 'same..‘protection

Do they 'pOSSCSS “ani 1ncred1ble alternative o security- deposits,  is ‘revor for the property owner:' A simple: acknowl-

lutionary in its approach. instead of o edgment “formenrolls - the’ resident,

:work: ‘ethic extraordmary stam- Y PP 9 -
5.

S security . deposit, - residents pay - expedifes - the “leasing. process, and

ina, and the ability to. create a- ‘ snidll, - one-firne fee-for a “surety ‘provides.a dynamic marketing tool that
positive work environment? bond that*covers ihem through the - : aftracts . - top-quality - *-applicants; -
lifetime - “of- their - renancy. within - SureDeposit “offers “immediate -ancillary

* Conragious passion. Can they get
Ve . ‘an.owner’s porifolio. benefifs fo property owners.
people excited ‘about technon- ‘ '

ogy-related goals and: plans? ™ ' sure-geﬁ@‘gﬁ
s Technology-centric. - Can  they : 7 © TO'SAVE AND PROTECT

keep the companys strategic , P.O. Box 730, Summit, NJ 07902-0730
: Call Paul Kaliades, National Murkehng Director:
908-918-0101 x'lO2

www.siuredeposit.com . -pauvl@sutedepositicom

goals in mind when planning

technology-centric programs?
* Humility. Are they willing to - : i '
: : : SureDeposit is vnderwritten by Bankais Inyvrancey vap

learn from mistakes? oy R b A L
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equally challenging and costly. With
demand greater- than supply, IT

professionals are demanding—and

‘petting-~what they ask for.

While it’s true that top technology
talent come with a hefty price tag
these “days, ‘money alone will not
‘draw IT professionals to your organi-
zation. What is most important to

" techies is the work. It must be excit-
ing, challenging and cutting edge to
attrac their interest.

: ~ To successfully artract top tech tal-
_ent, organizations must develop solid
carcer paths and an interesting corpo-

rate culture as well as deliver
nonfinancial incentives. One of these
key incentives is training:” According
to a study on IT recruiting released
by Unifi Network, a division of

PricewaterhouseCoopers 38 petcent

of réSPOhdénts offer training in cut-
ting-edge technology as an incentive
to current and potential employees;

63 percent of respondents cite flexi-

ble work schedules to-draw I'T talent;

while 52 percent prov1de challengmg '

work assignments,

CB Richard Ellis is one organiza-
tion  that believes in investing " in
continuing education. The company
developed a pfogram to: enable key
employees to become “e-certified”; or
moreproficient ‘with its in-house
computer systems, from e-mail to
Internet projects it posts for its cus-
tomers. :
significant effort in education as it
developed a program to cross-train its
employees on real estate ahalysis tools
and accounting platforms.

Show Them'The Money
When all is said and done, however,
money. still talks for: today’s top IT

professionals.  Despite a slowing

economy; they expect and are getting

Insignia also makes a-

higher salaries. AcCordihg‘ to an

online InformationWeek Research

salary survey of more than 10,000 IT
staff and ‘managers, IT professionals
are ‘expected - to’ enjoyk7—v10 percent
increases in salary this year. .

As reported in  Information
Week.com,

Associates Inc: conducted "2 six-

consultants  at Janco

month survey of 990 large and"

mid-size- companies, with the results
showing that the average base salary
exceeded $100,000 in 2000, up from
$97,000 in 1999. ‘

Retaining Top Talent
Traditional- and “dot.com businesses
alike are ‘also finding that retaining

quality technical staff is just as chal-

lenging as attracting them in the first
place. With their skills so much in
demand, IT talent can afford to walk
away from a company that doesnt
deliver on its promises.

To help ensure that your hard-
won IT staff will “stick around,

consider some of the following reten-

tion suggestions:

- * Flextime vs. regular business

hours, Tech talent rarely abide by

a 9-5 schedule. They often find
evening-or weekends to-be the
best time for completing
_-upgrades and making other net-

work changes.

High morale. Old Economy
policies stich - as restrictions on
decorating your office or cubi-
wieley or péaying music, - can
produce a. negative effecc on

morale for the tech employee.

Training. Provide tech talent
with the ‘matetials and. systems
~ they need to experiment. Doing
so will lessen the need to recruit
these skills from outside the
-company at a higher cost.

> True empoweim'eﬁt. IT staff are

 inpatient with bureaucracy and’
red tape. Limit their exposure to
office politics which can get in -

.the way of their creativity. ’

* Hire adequate :tzzﬁ Too often; IT: .

. employees find their job respon-

. sibilities go well beyond what
they were hired to do.

» Keep financial promises. Keep
your financial promiseé and
explain any varjations:

* Provide training on your business.
Explain how and why the com-
pany makes money; and provide

.+ an overview of your customers,
products and services.

* Recognize their achievements in
any way possible. IT staff have a -
real need to feel their contribu-
tions are valued by the company.

te ves. - Nontrad-
incentives that - will

-* Create . incentives.
itional
increase retention such as laptop
purchases or technology subsidy
programs
they are being rewarded for mea-

- surable performance.

Managing Techies 101

While these retention techniques can
indeed help guarantee that tech talent
will stay areund, one  important,
although often underestimated factor
in the IT talent equation is manage-

~ment. Plain and simple, techies are a

different breed of employee and they
require a different and more flexible
management approach.

As Eric Schmidt, CEO of Novell
Inc., explained ‘in Fast Company,
“You need to make geeks part of the
solution and engage them in dia_[que :
about what you are trying to do.
They love to tackle a challenge.”

And whatever you do, Schrmdt

adv1ses, never €ver mlcromanage a

demonstrates “that




techie. “You can tell them what to do,
but not how to do it,” he cautioned.

He added, “Make sure they have

access to the company’s senior man-
agers. They feel like they’re changing
the world—so you need to make them
feel like youre helping them do that.”

In Kforce.com, technology writer

Joseph DeSetto offered these addi-
tional suggestions to managers of IT
personnel:

* Stop clock warching. Techies don’t
operate on the same clock in
terms of total hours and work
schedules. When IT personnel
repair a server crash at 2 in the
morning, or check in on signifi-
cant network changes while on
vacation, questioning them

about spending an additional 15
minutes at lunch shows a lack of

understanding.

* Know value of IT people. Dont

automatically assume new
projects need the help of out-
side consultants. Micromanagers
often think their existing staff’s
skills are inadequate. Remember,
your IT people do rtechnical

work largely because of its con-

stant intellectual challenge.

Limit project updates. Fase the IT
professional’s daily pressure by
allowing more time between

project updates.

Avoid quantifying. Don’t waste
time trying to determine cxactly
how much each daily task costs
or how much revenue the per-
son generated.

Communicate. Find our whart

they need to succeed and give
them the space to do it. Most I'T

staffers carry pagers and will

respond in a more timely man-
ner. Hourly status reports are
not necessary.

Today’s tech talent arent inter-

ested in climbing the traditional
corporate management ladder. But

they do require a forward career path,
recognition and significant compen-
sation. Organizations which create a
technical career track within their
company as well as developing nonfi-
nancial incentives will increase the
likelihood of success in attracting and
retaining top IT ralent.

Nancy Pekala is Managing Editor of the
Journal of Property Management.
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