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This comprehensive survey and guide includes:
Essential salary data by title, company size, industry and region.  
Based on national sample of IT professionals and hiring managers

Interpretation, trending and recommendations to support your 
salary and hiring plan

Key job satisfaction drivers

Who’s looking for a new job? Why?

What do job seekers value when searching for a 
new job?

The 2008 IT Job Market and Salary Survey gives your company the edge in attracting and 
retaining IT talent in today’s market of growing demand and competition for IT skills.

Order now!
The 2008 IT Job Market and Salary Survey will be hot off the 
press in June! Order your copy today and be the first to know 
what attracts and retains Top IT Talent!

To order, use the handy form on the reverse side. For more 
information, contact Sales at 416-907-8200 or email  
cdsales@careerdoor.com
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Only about half of 

all IT professionals feel 

secure in their current 

job. More IT employees 

in Government (70%) 

and Education (69%) 

feel secure; fewest in the 

Computer sector (40%).

 Who’s Likely to Move?

10% 20% 30% 40% 50% 60% 70%

By Industry Feel Secure

Banking 

Computer

Education 

Government

Health 

Manufacturing

Wholesale/Retail

52%

40%

69%

70%

51%

48%

52%

Job Security

Do IT professionals feel their 
job is secure?

52%

34%

14% Feel secure

 Somewhat

 Not secure

Three quarters of IT professionals have experi-

enced some form of upheaval that affects their 

working conditions. Increased workload due to 

staff cuts, budget cuts, layoffs, hiring and sal-

ary freezes are the most common occurrences, 

with larger companies feeling the hardest hit.
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So retaining the best 
IT executives and senior 
managers is not just about 
money. These employees 
are at the ‘self-actualiza-
tion’ phase of their careers. 
They are looking to add 
value and to be valued for 
their knowledge and opin-
ion. They need challenge 
in the job and the empow-
erment to contribute to 
corporate goals. They want 
to see the corporate com-

mitment to the resources, 
skills and technology that 
will help them succeed.

IT managers, while 
somewhat more money 
and security focused, also 
are concerned about a 
good working environ-
ment, recognition and 
being empowered to con-
tribute to corporate goals. 
Money is more important 
at the IT staff level, but 

they’re less security con-
scious. They also want a 
good job environment, a 
challenge, and they want 
to feel valued.

 Keeping Them Happy:  
It’s Not Just About Money
By examining the ratings given to the various dimen-
sions of job satisfaction, we can see that as people 
move up the IT hierarchy, the various factors that con-
tribute to job satisfaction – or lack of it – take on differ-
ent significance. Money is most important at the IT staff 
levels, but as IT professionals advance in their careers, 
their money needs become satisfied and ‘higher order’ 
needs of being valued and empowered, as well as the 
job environment itself, take on greater significance. 

Job Satisfaction: Key Drivers

Value and  

Empowerment 

.43    #1 .38    #2 .42    #2

Job Environment .43    #1 .40    #1 .44    #1

Money .25    #3 .31    #3 .39    #3

Job Security .20    #2 .25    #4 .18    #4

Flexibility    .11     #5 .18    #5 .17    #5

• Good 
outfit,  
good people, 
valued & 
empowered 
• Equal 
to job 
atmosphere, 
corporate 
culture and 
recognition 
• Other 
issues – e.g. 
money - 
secondary

• More 
money and 
security 
conscious 
• Equally 
focused on 
empower-
ment 
and job 
environment

• More 
money 
driven 
• Less 
security 
conscious 
• Want the 
challenge 
and to be 
valued but 
want to be 
paid well
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What makes  
IT people  
happy in  their 
current job?

Keeping IT profession-
als happy is not just 
about boosting their 
pay package; other 
job attributes can be 
at least as important. 
As a hiring manager 
involved in the reten-
tion strategy for your 
department, it’s criti-
cal to note that what 
makes you happy is not 
necessarily the same as 
what makes your sub-
ordinates happy.

 Key 
Message  
to Hiring 
Managers
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Comprehensive base salary data including upper and 

lower decile, median, averages and year over year 

increases, plus bonuses paid for 75 job titles are includ-

ed in Appendix A to this report.  The compensation 

tables include break-outs by industry, company size and 

region of Canada.

BENCHMARKING TABLES

  Salary Profiles by Job Title and Company Size

Base: Total Sample
Q.2 - Current job title

Based on total who are 
employed full-time only

Salary Bonus Compen-
sation Salary Bonus Compen-

sation

Total 
Sample Avge % Vs 

2005 Median Top 10 
Dec

Bottom 
10 Dec Avge Avge % Vs 

2005 Avge Median Top 10 
Dec

Bottom 
10 Dec Avge Avge

Year 2006 Year 2005

Total Respondents 2796 2796 100 2796 2796 2796 2796 2796 100 2796 2796 2796 2796 2796 2796

(Net) Executive Management 101 99779 104 90000 165000 50000 19781 119559 104 96385 88000 155000 47175 18809 115194

Assistant Deputy Minister 5 107600 101 97000 152000 94000 4500 112100 101 106600 97000 150000 92000 4100 110700

Government Program Executive 7 112229 103 115000 136000 83000 6786 119014 103 108486 112000 133000 81000 6806 115291

Government Policy Executive 1 110000 103 110000 110000 110000 - 110000 103 107000 107000 107000 107000 - 107000

Government Business Executive 2 99000 103 99000 105000 93000 4000 103000 103 96500 96500 100000 93000 3500 100000

Chairman, President, Owner 23 83913 105 80000 160000 25000 32392 116305 102 80022 75000 150000 25000 34217 114239

CEO (Chief Executive Officer) 5 109000 100 65000 205000 60000 14500 123500 104 109000 65000 205000 60000 9560 118560

Partner, Director 9 119111 103 92000 370000 30000 14222 133333 104 115667 90000 370000 30000 12222 127889

Insights from more than 3,200 IT Professionals

®
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� How does your compensation compare? Visit www.itworldcanada.com/calculator for our salary calculator.

As a long-standing and respected publisher serving 

the IT community, IT World Canada enjoys a trusted 

relationship with, and access to, a large and highly 

representative IT professional community. This is reflected 

in the substantial response, resulting in richest available 

database of information on the Canadian IT job market.  

The Survey polled readers of IT World Canada’s 

publications – ComputerWorld Canada, Network World 

Canada, CIO Canada, CIO Government Review and 

Direction Informatique; and, visitors to itworldcanada.com. 

The survey reflects the views of IT professionals themselves, 

and the managers responsible for hiring decisions at the 

companies that employ them. As such, it is not biased 

simply to data and opinions of those active in the job 

market, but is representative of the broad cross section  

of IT professionals, including job seekers and those stable 

in their jobs.
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EXECUTIVE SUMMARY

� How does your compensation compare? Visit www.itworldcanada.com/calculator for our salary calculator.

The IT workforce in Canada is ageing rapidly, and entry into 

the workforce has declined significantly since before the 

turn of the millennium. The average age of the current workforce 

is 43, and many more are on their way to retirement than in the early 

years of their career. The situation remains a dangerous one for the 

industry, as all indications point to a continued increase in the use 

of information and communication technologies and an attendant 

increase in the demand for IT professionals. 

At the same time, new entrants into the profession fall far below 

the levels needed to fulfil the forecast in hiring demands. Hiring 

plans for 2008 would require a 5% increase in the current IT 

workforce; an unlikely occurrence given that over the last five years 

the industry attracted less than 7% of its current population. 

So the skills shortage reported in previous years continues, 

but is more acute for specific skill sets, particularly applications 

development technical skills, which is the largest IT job category and 

the one presenting the greatest challenge for hiring managers. One 

consequence of this is the gradual change in the distribution of IT 

skills between the end-user organizations and the software and IT 

professional services firms. The computer industry is hiring the greater 

number of application developers while the end-user organizations 

– the banks, retailers and manufacturers, etc. – are focused more on 

project management, business analysis and architecture skills, all of 

which are identified by hiring managers as difficult to find.

With hiring managers looking for mature skills – 40% of hires are 

expected to have an exact skills match with job openings – there 

continues to be a competition among hiring companies for the 

required staff. Compensation has increased by 3.6% across the 

industry – a relatively modest increase in light of the continuing 

competition for skills – but well ahead of the cost of living index 

which hovers around 2%.

The booming western economies are driving greater than 

average compensation increases, with Calgary leading the country 

in average compensation and average increase over 2007.

As the number and complexity of applications increases, the need 

for technical support and help desk staff has increased. While this is 

not identified by hiring managers as difficult to hire, it is the job that 

has seen the most growth in terms of sheer numbers of staff.

Security specialist and managers are both in demand and 

considered tough to find; as are project managers and architects, 

both network and system architects. 

New roles are emerging within the profession, such as 

relationship managers whose role is to manage distributed teams 

and multiple vendors. Hiring managers are broadening the profiles 

of required skills across all job categories, to include soft skills such 

as communication and presentation skills. 

Overall the workforce is stable and secure, having an average 

tenure with present employer of 10 years. Still, the likelihood of losing 

staff remains high, with half of the respondents reporting that they are 

either actively searching for a new job (8%) or open to opportunities 

(43%). Retention strategies are important. Beyond compensation, what 

makes employees happy in the job are factors such as recognition for 

their contributions, flexible working arrangements and the opportunity 

to develop their skills through training.



Company:

Address:

City:	 Province: 	 Postal code

Phone: 	 Fax: 	 Email:

Name (please print): 		  Position/Title:

Authorized signature: 		  Date:

 Full report 		  $450

 Full report - CATA member 	 $350

®

A B C D E

QTY X $350.00 or 
$450.00

Subtotal GST (C x .05) Total (C + D)

 VISA  American Express  Mastercard  Cheque (payable to  
CareerDoor Inc.)

Card holder name (please print clearly)

Card number Expiry date

Signature (must be signed)

Thank you for your order. Note: IT World Canada will appear on your credit statement.

Return to: CareerDoor Inc.
13 Seymour Avenue
Toronto, ON  M4J 3T3
Fax: 647-723-5397

2008 IT Salary Survey & Hiring Manager’s Guide Order Form


	SalarySurvey08findings.pdf
	CareerDoorSalarySurveyCata08



