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IT Staffing Strategy: A No-Nonsense
Guide for Tech Leaders

Most IT hiring fails because companies prioritize filling a seat over solving a problem.
The Guarantee: high turnover, missed deadlines, and "paper tigers” who can’t ship
code.

To build a high-velocity feam, stop recruiting and start strategizing. Use this framework
to hire the right person the first time.

1. Stop Hunting "Unicorns”

Job descriptions with 20+ required skills attract generalists, not experts. You do not
need someone who knows every language; you need someone who can solve your
current bottleneck.

e The Rule: Focus on the "Core Three." Identify the three non-negotiable technical
skills required to hit your 90-day goals.
e The Goal: Hire for the specific problem, not the entire tech stack.

2. Vetting: Resumes Are Marketing, Not Proof

A resume proves someone can write a document, not code. If your staffing partner is
not doing deep-tier vetting, they are just a resume forwarding service.

e Demand Peer Reviews: Ensure every candidate is interviewed by a Senior
Architect before you see them.

e Verify Ownership: Do not ask what they "worked on.” Ask what they shipped and
what they fixed when it broke.

e Spot the Red Flag: If an agency sends "perfect” candidates within hours of your
call, they are not vetting, they are guessing.

3. Calculate the Vacancy Tax
An empty seat costs money, but a bad hire costs a fortune.

e The Metric: Ask your providers for their "Time-to-Fill" and their "90-day
Retention Rate.”

e The Guarantee: Never sign a contract without a replacement guarantee. If the
hire fails in the first three months, the agency should be on the hook to fix it.
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4. Optimize for Scalability

Static headcount is a liability. Your team size should mirror your roadmap’s peaks and
valleys.

e Staff Augmentation: Use this for 3-6 month sprints to avoid the overhead of a
permanent hire.

e Contract-to-Hire: Use a 90-day "trial run” to assess cultural fit before
committing to a full-time salary and benefits package.

5. Own the Compliance
Misclassifying workers (1099 vs. W2) is a massive legal risk.

e The Checklist: Confirm the Employer of Record (EOR). Who handles the taxes?
Who provides the equipment? Who carries the liability insurance?
e The Bottom Line: If the paperwork is unclear, your business is the one at risk.

6. Retention is Your Best Recruiting Tool
The most expensive hire is the one replacing someone who shouldn't have left.

e Benchmark Salaries Yearly: 2026 rates are not 2024 rates. If you are
underpaying, you are just training talent for your competitors.

e Fix Onboarding: If a developer is not coding by Day 2, your process is broken.
Chaos in the first week leads to turnover in the first month.

The Final Word

Stop treating IT staffing as an administrative task and start treating it as a
performance lever. A reliable partner does not just "find people”, they mitigate risk and
increase your shipping velocity.

Next Step: Identify the single biggest technical gap in your team today. Call your
provider and ask how they plan to fill that specific gap, not just "find a developer.”



