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If you have to start your search for the right tech specialists during the 
operational or production phase of an IT project, you are hopelessly late. The 
recruitment and selection of specialists often happens ad hoc and arises from 
an urgent operational need. In other words: the recruitment challenge exists 
mainly at line management level and is not yet part of a long-term strategic 
vision, supported at board level. All of this while ‘Human Tech Capital’ is a key 
factor in an organisation’s success.

Organisations are getting better at optimising their operational processes, 
but we see that managing ‘Human Tech Capital’ doesn’t have the right 
priority yet. This is not surprising, because at most organisations, finding, 
committing and retaining talent is not their speciality. This immediately 
makes it a complex challenge, not only because of the increasing scarcity of 
tech specialists, but also because the IT labour market is constantly changing.

To obtain the right knowledge, it is important to ask specialised partners for 
advice, also regarding recruitment and your ‘Human Tech Capital’ strategy. At 
the same time, there are also a number of steps you can take yourself to get 
a grip on your ‘Human Tech Capital’. In this white paper, we explain how to 
improve the control over your Tech Workforce. Besides, we clarify how to align 
IT skills and capacity with the rapidly changing availability of tech specialists 
on the long run.
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The scarcity of tech specialists in the labour market has 
now persisted for over a decade. Change is not yet on the 
horizon, even in the medium to long term. In fact, COVID-19 
has only accelerated the urgency of digitalisation, which 
makes the problem even bigger. 
 

More digitalisation projects are creating increasing demands for tech 
specialists. Working from home has made digitalisation and security move 
higher on company agendas. During the lockdowns, consumers were 
forced to shop online, which led to a marked increase in demand for the 
development of new apps and online shops.

It is an evolution that is creating increasing pressure on the IT labour 
market. For companies, it is more challenging than ever to attract the right 
knowledge and expertise. Therefore, an organisation needs to carefully 
assess which skills it needs, and where the biggest IT skills gap is. This is 
happening in a context of great roadmap pressure: the demand for new 
solutions is getting bigger and more urgent.

Scarcity in IT 
Which skills are really in demand?

Finger on the pulse
Many reasons exist to keep a finger on the pulse in the IT labour market. 
According to the annual ‘European Tech Hiring Trends’ report by CompTIA 
(Computing Technology Industry Association), we experience a strong 
increase in demand for tech specialists in the Netherlands – especially 
software developers, system analysts and security specialists, with increases 
of 35 to 45 percent. 

With 74,944 IT vacancies in the Netherlands – a jump of a whopping 41 
percent from last year – CompTIA places our country in the top four leading 
markets in terms of IT recruitment. Only Germany, France, and Poland had 
an even greater need during the same period.

Get ready
As an organisation, you don’t have to resign because of the IT skills gap. 
With a keen insight into the IT labour market scarcity, you can make smart, 
strategic choices. As a result, skills and capacity no longer need to be a 
decisive factor for the timely realisation of your IT roadmap or digitalisation 
projects. This way, you avoid ending up unprepared in the ‘war for talent’.

Leading job role categories in demand Q3 2022

Sotware Developers, Programmers and Web

Systems Analysts and Cybersecurity

IT Support Specialists and Technicians

Network and Systems Admin. and Technicians

208 468

119 185

86 254

372 525

* Source: European Tech Hiring Trends repport of CompTIA
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A lot of organisations are committed to digitalisation and 
IT innovation to accelerate their growth. But at the same 
time, tech specialists are becoming increasingly scarce. 
Ad hoc anticipation of increasing staff needs is costly and 
burdensome for management. Therefore, it is important to 
make your workforce plan truly strategic in order to build a 
sustainable tech ecosystem.

To obtain the skills and capabilities you need in the future, you need to start 
working now. To make smart choices for your workforce plan, it is wise to 
first take a good look at your current knowledge pool. The following two 
steps can help you do this:

STEP 1
Map your ‘internal goldmine’

• What is the current balance between junior, medior and 
 senior specialists?
• What development directions do your current employees aspire to?
• What internal growth opportunities are there?
• Are there any skills you will no longer need in the future and can you 
 re-train these specialists to other skills?

STEP 2 
Compare your future skill needs with your current tech ecosystem

• Can you use your current specialists to successfully deliver next year’s 
projects (and beyond)?

• Are the development ambitions of your current employees in line with 
the skills you will need in the near future?

• Is the answer to the previous question ‘yes’? If so, is it possible to train or 
re-train these people (quickly)?

• Again a ‘yes’? If so, how will you organise that?

After going through both steps, you can draw the right conclusions and 
decide which talents you will develop within your current pool. You will 
also see where your biggest skill gaps are. This insight then determines the 
blueprint for your short and medium term workforce plan. 

Strategic workforce plan
How to develop a sustainable 
knowledge pool?

When an IT project runs, you need to have the right 
tech specialists available immediately. Do you have your 
strategic workforce plan (see chapter 2) in place? Then 
test it against the current labour market: are the required 
capacity, knowledge and skills available at the right time 
and in the right place?

Train, recruit and/or outsource: make 
strategic choices
Did you map out the IT labour market and your capacity needs? Then you 
can make strategic choices to realise your roadmap and make your ‘Human 
Tech Capital’ future-proof. There are several ways to do this.

If the implementation of a particular system is on the roadmap, you 
may decide to outsource it to a specialised software partner.

Do you want tech specialists to commit to your organisation for a 
longer period of time? Then recruiting the right professionals is the 
way to go. Determine an effective recruitment method so that you 
not only find IT talent, but also secure it. Chapter 4 discusses this in 
more detail.

If there is an increasing need for expertise that is becoming 
increasingly scarce, training your own staff can be a smart 
investment.

Of course, you can combine all the options to define the most effective 
‘Human Tech Capital’ strategy.

Is the strategy clear? Then it is essential to find and select the right 
partner(s) to concretise and implement the strategy together. It is 
important to choose partners who know the labour market inside out. 
 

Optimise the inflow 
of talent

Involve potential or existing partners in the process as early as 
possible, so they can advise you on the feasibility of the roadmap 
and associated strategy.TI

P
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With the increasing scarcity of IT skills, it is becoming 
increasingly challenging for organisations to find and retain 
the right talent. In the ‘war for talent’, three questions 
are crucial: how do you become and remain of interest to 
talent, how do you attract the right talent, and how do you 
retain the talent you have brought in?
 

As many as 69 percent of candidates will not join an organisation with 
a poor online reputation. It is therefore very important to work on the 
candidate journey: the complete ‘journey’, including all contact moments 
of a candidate during the job search. In fact, candidates often make the 
decision whether or not to choose an organisation, position or assignment 
at the very beginning of their journey. 

The candidate journey
Journey that this organisation understands what you stand for as an 
employer and is able to act as an extension of your organisation.

Securing talent
Here’s how to win the ‘war for talent’

DISCOVERING TALENT 
SECURING
TALENT 

THE
APPLICATION

PROCESS 
RETAINING

TALENT
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Discovering talent

Many companies greatly underestimate the online findability and 
reputation of their organisation and their job postings. The elements below 
are important in this respect:

• A stimulating vacancy text.  This is often one of the first touchpoints 
of talent with your organisation. So make sure you know your target 
audience well, know what you have to offer and think outside-in. What 
would a candidate like to know, read and hear? And in what form? Are 
you looking for developers? Those types of specialists often don’t read 
long texts, so a vacancy video can be a good option. 

• The right channel mix. Simply posting the vacancy on your own website 
is no longer enough. Research where your target group is (online) and 
make sure you are visible there (as an employer or with the vacancy). 
Think of social media, knowledge platforms and job boards, where your 
company can proactively approach potential candidates. 

• Your online business cards.  Has the target audience seen your job 
posting and are they interested? Then potential candidates will do their 
own research. They look at the website, company pages on social media 
and reviews on Google, Indeed and Glassdoor, for example. Tip: make 
sure you see your online channels as your organisation’s business cards.

The application process

Have you found talent or have they found you? Then, the real work begins. 
The interview process these days is more than ever a two-way conversation. 
Candidates often have more than one option, so don’t forget to actually 
‘sell’ your organisation as an employer. In doing so, think about three 
key issues:

• The complexity of the process. How easy is it to apply for a job at 
your organisation?  Tip: go through your own application process to 
experience it for yourself. Is mandatory CV uploading a step in the 
process? Good to know: 60 percent of candidates do not complete their 
application if they are required to upload their CV.

• The speed of the process. Candidates have assignments and positions 
to choose from. That means you need to keep moving quickly during 
the application process, otherwise you will lose your candidate. Tip: 
manage expectations around the duration of the process in advance 
and make sure you stay in constant contact with your candidate.

• The job interview. Consider the job interview as an opportunity to 
enthuse a candidate. Show who you are as an employer. Research shows 
that candidates highly value atmosphere, culture and personal attention 
when choosing an employer. 

Securing talent

Have you found the ideal candidate? Then you make an offer. Candidates 
not only factor in the primary benefits, but also the secondary benefits. That 
combination decides whether or not you are an attractive employer. The 
starting point is that you have a good understanding of what the candidate 
expects from you as an employer.

Take these aspects into account:

• Are your primary employment conditions up-to-date and evolving with 
current labour market trends?

• How accessible is your office, both by public transport and by car? And 
what possibilities are there, for instance, for offering a lease car to IT 
talent living further away?

• Hybrid work is the new normal. How do you deal with this as an 
employer? How much flexibility is there around remote working?

• For IT talent, the technical environment will also play an important role: 
what is the way of working? Is there a technical debt? What systems will 
the candidate work with?

Retaining talent

If finding IT talent is already a challenge, keeping that talent on board for 
the longer term is often even more difficult. Therefore, make sure the issues 
below are always under the attention within your organisation:

• Market-based salary, benefits and bonuses.

• Flexibility in the workplace and working hours.

• Leadership with a focus on motivation and trust.

• Attachment to the company: atmosphere and culture.

• Recognition for performance.

• Investment in further development: education and training.

• Synergy between application and practice: is the picture painted during 
the application process correct?

In Chapter 6, you will find a concrete tool you can use to map your 
company’s attractiveness to a potential employee.
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The concrete implementation of your strategic workforce 
plan inevitably consists of a mix of recruiting, training 
and outsourcing. One of the biggest challenges here is 
managing and controlling the costs of that last aspect: 
the flexible workforce. Remaining within time and 
budget is easier when looking at the cost of IT skills from 
different perspectives. 

The right price for the right profile
What knowledge and experience you need for a project largely determines 
the cost of a freelancer. The more senior or specialised the profile needed, 
the more expensive. However, you can expect such profiles to require fewer 
hours to successfully complete the project and have more ‘seniority’ in 
stakeholder management, consulting, project management, coaching and 
quickly taking ownership of a new working environment.

In short, it is a trade-off: do you choose a senior with a higher hourly rate 
who needs fewer hours and can take on more responsibility, or a junior 
with a lower hourly rate who needs more hours and guidance to achieve 
the same result? A senior specialist is not necessarily the best choice. 
The level of knowledge and experience must match the project, timelines 
and objective.

The cost of your 
flexible workforce

Budget does not determine everything
The hourly rate is not the only factor freelancers base their preference for 
assignments and clients on. Five other factors play an important role. Tune 
that mix to the individual, which will make you more attractive as a client

• The type of projects: further development projects versus          
greenfield projects.

• New technologies: does the assignment offer the opportunity to work 
with new(er) technologies? It is very interesting for freelancers to further 
develop their own skills to work on their CV.

• The duration of the project or assignment.

• The notice period (from both sides).

• The flexibility in working hours: is part-time work an option? Especially 
interesting for freelancers who like to work on several assignments at 
the same time.

Work together based on results
Many collaborations between clients and freelancers are based on a 
commitment of effort and are thus a combination of the set hourly rate 
and the hours worked. However, there is also another form of collaboration 
that is underexposed: the statement-of-work. That collaboration is 
based on a result obligation. A fixed price agreement is made for the 
delivery of a complete project. An important condition is that the scope 
of the assignment or project is clearly defined and can be carried out 
independently.

A statement of work benefits both parties:

• The client has no risk of running out of hours within the agreed scope 
of the statement-of-work. Because a fixed total amount is agreed, you 
keep more control over costs.

• More flexibility for the freelancer. The latter decides when to work the 
hours to complete the project within the set timelines. In many cases, 
the freelancer also has the chance to put together a self-selected team 
to take on the project.
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How attractive are you as an employer?
The number of questions you can answer ‘yes’ determines your score. If you 
answer 10 questions positively, you score 10 points and find yourself on the 
far right side of the axis.

Online business cards: is your website attractive and up-to-date, and are 
you active on social media?

Reviews: is your average review score higher than 3.5? Does your 
organisation respond to reviews?

Terms of employment: have you checked your terms of employment with 
the labour market in the past year, and are they in line with the market?

Systems: does the organisation work with new (software) systems and 
technologies?

Technical debt: does your organization have little or no technical debt? 

Application process: is the process user-friendly? 

  
Office accessibility: are the offices easily accessible by public transport 
or car?

Working methods: does the organisation work agile?
 

Hybrid working: is there a policy for hybrid working?

  
Type of project:  is the project and associated work attractive?
 

How challenging is it for your organisation to attract tech 
talent? The Tech Workforce Matrix provides an answer 
to that question. By linking the scarcity of the required 
professionals and your attractiveness as an employer, you 
determine which playing field you are in. It enables you to 
translate your ‘Human Tech Capital’ strategy into a concrete 
action plan.

The Tech Workforce Matrix

How scarce is the profile you are looking for?
Your attractiveness as an employer is only half the story. Equally important 
is to correctly assess how scarce the sought-after profile is. By answering 
the questions below, you can make a reasonable estimate of the scarcity of 
the profile you are looking for.

The number of questions you can answer with ‘yes’ determines your score. 
If you answer the 9 questions positively, you score 9 points and are at the 
top of the scale.

1. Is mastery of the Dutch language a prerequisite?

2. Is working more than 20% on-site necessary?

3. Is industry experience essential?

4. Is the minimum level of education HBO (UAS) or WO (Univ)?

5. Are certifications desirable?

6. Is experience with the latest versions important?

7. Do you have more than three technical requirements?

8. Are you looking for a senior profile in the relevant technical stack?

9. Are you looking for a permanent specialist?

Tech Workforce Matrix: how big is the challenge?

Employer attractiveness
0

9
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Consider hiring specialists
and/or adjusting criteria

and conditions 

Targeted search with
an emphasis on conditions

Maximum exposure vacancies
and/or adjustments conditions

Maximum exposure vacancies
with emphasis on conditions



More info?
Curious about our advice on how your organisation can best address the 
IT skills gap? Please get in touch with our specialists.

Paul Huson
Business Manager 
06 1111 4730
p.huson@computerfutures.nl 

Folkert Boelens
Business Manager | Tech Staffing Specialist
06 1595 0228
f.boelens@computerfutures.nl 

Computer Futures advised more than 50,000 client contacts (managers) 
in recent years and has a network of 70,000 IT professionals.

www.computerfutures.nl


