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ROUNDTABL E ROUND-UP

by: Katie Kodller, Director, Marketing Communications

M. Wood Company wasthe host to its first MWC Roundtable Friday, March 6
at the Union League Club in Chicago. ClOsfrom financial services, healthcare,
insurance and manufacturing businesses attended the breakfast to discuss the
issues of recruiting, compensation and staff retention of IS personnel.

According to the US Department of Commerce, in the next
seven years, US companies will require one million new IT
professionals. However, the pool of Computer Sciencegraduates
has shrunk by over 40% in the last 10 years.

Milton Wood opened the sesson by gating the role of the ClO has changed. “Today
for aClO to be successful he or she mugt be avisonary and aleader.” In hisremarks
Wood, discussed the importance of the technology executive to communicate to the IS
organization the department’ s mission and be sure it is conggent with the company’s
vigon, objectivesand culture. Itiscriticd to the success of the CIO and ISfunction
that ademand for excdlence and quality Sandards are established. Taking these
actions will foster an environment for deve oping Saff objectives and individud
professond devdopment plans. Opportunitiesto discuss these topics throughout the
year with gaff memberswill build better channds of communications and improve
performance. “ Strategic leadership, measurements for success and gaff development
opportunitiesgo along way to building aproductive organization and improving Saff
retertion,” said Wood.

John Poracky, M. Wood Company Partner, began a discusson on how the CIO
needs to develop relationship with the HR organization. He said, “As a corporate
leader, making the HR Department aware of the high market demand for 1S
professonasis imperative'. Participating executives acknowledged the incredible
competition for qudified people causng an upward market pressure on salaries.
Eileen Reddington, United HedthCare commented, “ Today when you are recruiting,
a company needs to have competitive sdaries and show there are professional
development career building opportunities.”

Poracky then opened the discussion on the issue of staff turnover. He shared the
most common reasons for contributing to turnover are poor company leadership,
limited professional growth, lack of recognition and compensation. Compensationis
not only anissuethat contributesto organization turnover, but it can becomeanissue
between the HR and IS functions. Poracky spoke of the importance of the IS
organization taking theleadership rolein therecruiting processby initiating apartnership
with HR to address issues that relate to recruiting, retention and compensation.

Continued on Page 4



CASE STUDY - Developing & Recruiting an I SFunction

Addressed by: John Poracky, Partner

INDUSTRY PROFILE: A $1B nationd financid services organizetion. To
concentrate on the busness sglobd initiatives, the company divested itsdf of oneits
non-drategic busness units

POSTION: Chief Information Officer

BUSINESSISSUE: The Company retained M. Wood Company when it wasin the
process of adivediture. The surviving organization was left without an 1S function.
Before a ClO search could occur, there were short and long-term Srategic issues that
nesded to be adaressed.

ISSUES TO BE ADDRESSED:
Aspart of M. Wood s consultative gpproach to recruiting, we partnered with the COO to
address saverd drategic issues prior to gpproaching the ClO search:

Short term - Review dternatives and recommend how the Company could keep their
current sysemsrunning. Evauate outsourcing activities and who may be viadble vendors
Determine the feesihility of the acquiring company maintaining the sysemsin the interim.
If 0, how long? And terms of the agreement?

Long term - The corporate heedquarters was moving from the southeest to amgjor eest
coad aity. Where should the new 1S organization resde - in the heedquarters city or a
neighboring suburban location? What isthe skill st required for this CIO postion? What
type of IS organization is required to address and support the business neads?

PROJECT ACTION:
| dentify, evaluate and recommend short term dternatives for the IS function.
Advise and assg the COO in outsourcing dterntives and options? What should be
outsourced? What are the non-vaue added utilities, ec.?
Educate the COO of the skill requirements of aClO in this new organizetion. The
CIO needed to be less of atechnicd expert but rather possess Srong leedership,
project and generd management skills with a srong strategic focus.
Conduct a market analyd's to determine and recommend where the new IS
organization should belocated. Factorsto condder would indude gaff availdhility,
compensation, dtractability, cog of living, etc.

RECOMMENDATIONS:
Reddfine the ClO paosition description to support the needs of the organization. The
individua would require acombination of drategic and generd management kills
with srong hands-on, technicd undersanding.
Provide aplan of action to decentralize the | S organization and suggested suburban
communitiesthat would provide an employee populaion that could support the
busness needs
Recommended dternaives to outsource the nonvaued added utilities (i.e hdp dek,
data center, €c.).
Suggested the cregtion of a deve opment team to coordinate corporate planning
activitieswith thefunctiond postionsin thelSorganization (i.e busnessandyss).

SUMMARY: M. Wood Company worked with the senior management team to help
resolve many |S business issues that were associated with the busness divedtiture. The
immediate neads were identified and addressed before the search for the CIO was
pursued. By identifying and addressing the Company’ s short and long term issues, M.
Wood completed the groundwork for the new the CIO to plan and implement the
organizationd development drategy. Recruiting aClO with theright skillsfor thispogtion
aso would atract the right teeam membersto get the new 1S organization up and runningy

2

\ﬂ;\

Mark Your
Calendar!

M. Wood Company will be
hosting the MWC NETWORK
roundtable breakfast session
Friday, June 12, 1998 at the
Union League Clubin Chicago.

The sesson will be held from
8:00am —10:00am and focuson
IT OUTSOURCING.

Trendsinoutsourcing
Outsourcing core compe-
tencies- prosand cons.
Vendor metricsto measure
price performance.

Youwill berecavinganinvitation
in the upcoming weeks. Please
contact Katie Kodller, Director
- Marketing Communciations, at
312/368.0633 if you have any
specia requests or questions.




WHATEVER HAPPENED TO HARRY?

By. Milton Wood, Presdent/CEO

Harry had been the CIO for more than two
years. During this time the Information
Technology function had implemented some

major new systems. Then one day, out of the
blue, hewasgone. What happened to Harry?

Turnover in the Chief Information Officer (CIO) rank isfar

too common today. For the past twenty-five years, | have
worked with CEOs across industries, to recruit ClOs onto
their management teams. One of the first questions | ask
the CEO is, “Why did the previous CIO fail to work out?’
The most common responses are:

Lack of staff leadership and development.

Failure to develop and implement a performance
appraisa system

Failure to bring about the changes the company
hired the CIO to initiate and implement.

Failure to understand the corporate metrics which

determine success and failure.

Inability to sell and judtify initiativestothe
executive team and secure the necessary funding.

Moving into the CIO ranks requires more than technical
skills. Many ClOs have spent their entire career in
technology positionsfocusing on planning and implementing
new technologies and keeping current with technical
knowledge. Today, ClIOs need to demondirate leadership
and possess strong people management, communication and
interpersond skillsto be successful in their role.

| recall oneclient sharing hisfrustration, “The ClO isagrest
person, but hecannot doit al himself. Hisstaff doesnot get
itt Worse yet, he did not seem to be doing anything about
the stuation.” The CIO must establish clear objectives for
the IT function and performance expectations for the staff.
Having to make tough staff decisons when individuds are
not meeting organizationa goasisadifficult part of the CIO
respongbilities.

Managing senior management expectations and delivering
on businessobjectivesarecrucia to al executive postions—
including the CIO position. Assuring the staff has the
technical competency isequaly important. Falling to recognize
thisisthe undoing of many IT officers. Establishing yourself
as part of the team and building relationships within the
organization is as every bit as important as technical
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competency and delivering projectson time. Ninety-nine percent
of the time, having your new system implemented on-time and
on-budget is the last of your worries. Many CIOs have spent
hours defending their honor on how they are percaived in the
organization. Remember the executive team’s perception of IT
isyour reglity! No matter how well you think you are doing, and
youmay actualy bedoingwéll, it can soon beover if the corporate
metrics say otherwise.

Another potentid pitfall for many ClOsisther belief thefunding
for new initiatives has been approved prior to their arrival.
Suddenly, they find themselves in a debate about funding
alocationsand becomefrusirated. Some ClOsfail to understand
intheir discussions with the CEO, he may be sharing avision of
what the IT function needs to accomplish to support the
organization. Thisdoesnot mean the project isether finalized or
funded. Achieving that vison will require you to develop and
implement aplan to accomplishit. Your plan needsto outlinethe
objectives, the specific ddiverables, detailed timeframes, funding
requirements and business value.

The senior management team will evaluate the IT plan aong
with other business initiatives in the funding approva process.
Beprepared to sdll your ideasby articulating the businessbenefits.
Failureto do sowill prevent you from bringing about the changes
they hired you to achieve.

Undergtanding corporate metrics, ddivering what is expected,
and managing expectations, is part of all executive's
responghilities, including the CIO. Ask yoursdf the following
questions:

. Is the CIO function aigned on the same level with

how do you communicate IT’'s successes and receive
feedback on its shortcomings?

Areyour IT goas and objectives consstent with your
company’ soveral plan?

Has your staff been trained and made aware of those
metrics, goals and objectives?

Have you developed and maintained a consstent
performance appraisal system for your staff?

If you answer no to any of these questions, you could be
Failing to recognize these issues,
as Harry found out, has been the undoing of many CIOs. To be

champion and your ideas. This ultimately may mean spending
eighty percent of your time managing senior mangement's

bring your strategiesto fruition.
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Roundtable Round-Up The Information Technology Association
Continued from Page 1 of America reports one IT position is
unfilled for every 10 employees. That
translates to more than 190,000

Mr. Porecky offered a few vacancies in the United States and its
suggestions on how IT can growing

close the information gap.

Help HR Bridge Salary and Market Information Gap. More than 45% of
companiesin 1997 paid Sgning bonuses to new recruits. Competition for
qudified employees creates bidding wars and can bump sdaries 25-50% over
traditiond levels. With these dynamics, comparative data on sdariesis
surprisngly sketchy. Companies should not rely on asingle published sdary
survey. IT should work with HR to create ardiable salary benchmark by
collecting articles, trade information, geographic surveys and other quaified
sources to add to the information pool.

Work With HR To Develop Job Specifications. No one knows the
position(s) requirements better than the function who is executing the day to day
responsibilities. Find out from your HR department how positions are graded
and what criteria HR requiresin ajob specifcation to establish job rankings.

Ak HR What Saff Devdopment Programs/Training Are Available  The
more you know about training and devel opment programs your company hasto
offer -- the better. 1t will hep in the recruiting process and also build the IT
daff's professional development goals. Investing in your staff will have
dividendsfor the future for both the individua and the organization.

Include HR In The Recruiting Process. Including HR in the process will
help them understand the organizational demands. It will dso help ClOs and
thelr management team to become familiar with the company’s hiring policies
and practices. Old HR policies and outdated recruiting methods do not work
anymore. Working together, companies can devise innovative saffing srategies
to recruit the best I'T professonds.

Attendee Kevin O'Neill, CIO Rinnacle Bank agreed. “ClOs must not be afraid to
step out of the box to find the taff you need to support the organizationa objectives.
However, by partnering with your HR organization and not going around them, will
improve the results you are seeking.”

ASK MWC?

Q. Wheredo you think
| T staffing is
headed in the next
S years?

If you would like to submit a question to
beansweredin ASK MWC,
pleasewrite or email to:

M. Wood Company

c/o Network News

10 North Dearborn St; Suite 700

Chicago, IL 60602
koeller @mwoodco.com

A. Shortageof IT personne will be worse for three reasons.

1. Collegesareturing out less IT degrees than five and ten years ago.

2. Eventhoughthe Year 2000 issueismostly resolved, al of the backburner systems
and projectsthat are currently on hold will cometo the forefront. There will bea
big demand for skilled IT professonals to address those issues.

3. Thetechnology curveis exaggerated. What took twenty-two months now tekes
nine. With new technology coming out so quickly, individuasneed to betrainedin
order to accommodate business needs to put these sysemsin place. Because of
theseissues, the 1T Saffing issueisgoing to be compounded. Organizations need
to start marketing I T opportunities (both internally and externdly).
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