Exploring Solutions to
Software Engineer
Shortages

As the number of unfilled software engineering positions continues to soar, businesses everywhere are gearing up for what is expected to be another challenging
year for their recruitment teams. The pandemic-driven push for remote work solutions, rapid advancement across different fields within the industry, and increased
awareness of the benefits of digitalization have all been major contributors to the
surge in demand for software engineers in the United States. From 2020 to 2030,
the number of software engineering positions in the U.S. is projected to grow by
22%, with close to 190,000 openings being added each year (Bureau of Labor Statistics, 2021). Meanwhile, the average number of graduates per year has remained
largely the same, many of whom are still hobbled by their lack of certain project- or
domain-specific skills. So far, organizations with resources to spare have been able
to work around this problem by offering better compensation and more attractive
perks. In the U.S., the median computer programmer salary is over $100,000 a year
(Bureau of Labor Statistics, 2021), which is double the average wage in many states.
However, there are also organizations whose only recourse is to have their existing
software engineering teams carry the additional burden—a practice which is a significant contributor to employee turnover. These solutions are as simple as they get,
but neither one can be considered ideal, and they may do the industry as a whole
more harm than good in the long run. But are there any other sustainable solutions?

Adapting hiring strategies to the shortage
While the current difficulty in hiring for IT positions largely stems from a limited pool
of potential candidates, many employers are using a recruitment process that exacerbates the problem. Resumes, which are still often used as a basis for whether someone will even be considered for the position, promote a mindset of quickly winnowing
out applicants who do not fit a certain profile. However, that traditional approach
to recruitment puts a lot of emphasis on factors such as an applicant’s educational
achievements or their previous employers, which are not always an adequate measure of a software engineer’s actual abilities.

Based on survey data from Stack Overflow (2021), close to 60% of software engineers
learn to use new tools, languages, and/or frameworks using nontraditional methods,
like videos and blogs, and a separate survey conducted by CodinGame (Figuière, 2021)
supports those findings, with 35% of respondents current working as software engineers considering themselves self-taught. Eighty percent of companies who participated in a survey by Indeed (2017) reported having hired coding boot camp graduates,
and nearly all of them (99.8%) said they would hire candidates with similar qualifications again. Given the competition among employers in the software engineering
job market as well as the speed at which technology is evolving, considering only
applicants with software engineering degrees or formal certifications has become an
outdated practice. Instead, hiring managers and recruiters should be focusing on a
software engineer’s current skills, regardless of how they acquired them, to evaluate
them.

Technical assessments are far more telling than resumes regarding a software engineer’s current skills, but it’s still common to have such tests or interviews towards the
end of the recruitment process to save time and resources. To ensure that all qualified
applicants are considered, hiring managers should use Git reviews, coding tests, and
technical interviews for the initial screening in place of resumes. In addition to being
more objective than standard interviews, customized technical assessments can focus on the exact competencies needed for specific projects or roles and even help
the organization acquire talent that can be nurtured through in-service training.
Rather than limiting the number of applications being processed from the outset,
dealing with the software engineer shortage will require casting a wider net and rethinking the requirements for an applicant to be considered qualified. Even though
these changes will inevitably result in a more costly recruitment process, they ensure
that open software engineer positions will be filled with the right talent as quickly as
possible even with a limited pool of candidates.

Reskilling to expand capabilities
According to McKinsey (2020), close to nine out of ten executives and managers reported that their organizations were either already experiencing skill gaps or expected to face them within the next few years. Most of the survey’s respondents also said
that they were hiring additional employees to address those skill gaps, but with the
tech industry climate right now, reskilling initiatives for active employees may be a
more effective solution to such problems.
New transformational technologies, such as business automation, artificial intelligence, and cybersecurity have given rise to a demand for very specialized skillsets that
are less common among IT professionals, even those who were traditionally trained.
When combined with the software engineer shortage, the rarity of such individuals
can make hiring less efficient than reskilling as a means of bridging existing or anticipated skill gaps. Many organizations already have learning and development programs
for their employees in place, but those looking to stay ahead of the curve in terms
of technological trends will need to make sure that they take a strategic approach
to reskilling that aligns training plans and goals with their objectives as a business.
With the existence of low- and no-code development platforms for business solutions, such as Microsoft Power Platform, reskilling makes even more sense. While
many cite the empowerment of non-technical users as the biggest benefit of such
platforms, having access to an environment that is easier to learn and use than other
development tools are an advantage for skilled software engineers as well. They can
skip most of the learning curve, allowing for much faster pivots, while their previous
experiences in the field should make it easier for them to build more sophisticated
solutions.
Building a robust framework for reskilling employees isn’t just a workaround for the
current shortage of software engineers and skills. Having that infrastructure in place
will also make it easier for a business to adopt and take full advantage of the latest
technologies, and their employees will also likely appreciate their employers’ investment in their development.

Making full use of outsourcing options
Adopting new hiring policies and reskilling are effective ways of working around the
shortage of software engineer talent, but they both involve long-term commitments
that may not be practical for everyone. This mainly applies to small- and medium-sized
businesses who do not maintain software development teams of their own, however
there may also be larger companies who are simply looking for an immediate solution to what they consider a temporary problem. Such organizations are likely already
used to outsourcing business activities but working with a smaller overall pool of software engineers may require them to make certain adjustments to their approach.
The difficulties in sourcing IT talent also means that freelancers or individuals working as independent contractors are in short supply. Compared to the pre-COVID era,
CNBC (Gilchrist, 2020) noted a 25% increase in the demand for freelancers, while Gartner (Baker, 2020) reported that 32% of employers were already replacing at least some
of their full-time staff with freelance workers in 2020. Coupled with the challenge of
finding software engineers with the exact skillsets needed the increased competition
makes outsourcing to freelancers less viable as a means of addressing short-term
business needs. Managing multiple vendors is also more difficult than maintaining
an internal team, and there are usually no guarantees of continued support after the
end of a project or contract.
In terms of finding the right people, one way to expand the search radius to consider
nearshore outsourcing options in addition to the usual offshore contractors. Relying
on software engineers closer to home will typically cost a company more than if they
had sourced talent from other regions, but nearshore outsourcing comes with several advantages, including better communications, minimized impact from time zone
differences, and more robust protection for intellectual property. Software engineers
who are in neighboring regions are also more likely to have access to the same technologies as their employers, which will make it easier for them to collaborate with any
internal staff they need to work with.

But for businesses who have more complex projects or simply want results as quickly
and as painlessly as possible, the most efficient way of bypassing the difficulty of recruiting the right software engineers are to outsource the work to a reliable solutions
provider with a proven track record. An established solutions provider will already have
their own team of experts and can bring much more to the table beyond software
development expertise. More importantly, contracting work out to solutions provider
can guarantee a business result without the limitations in project size or complexity
that are typically part of working with individual freelancers. In terms of costs, going
this route will generally require a more significant investment, but outsourcing to a
full-fledged provider means a company will be getting comprehensive support—all
the way from planning to deployment and beyond—without having to worry at all
about where the required skills will be coming from.

Planning for the future
With current figures and trends pointing towards the shortage of software engineer talent continuing for years to come, it’s becoming increasingly necessary

for companies who value advanced business IT skills to start planning

for the long haul. Each strategy has its own merits and drawbacks, and many
businesses will likely find better success by taking a more holistic approach.
But planning involves updating recruitment policies, offering better opportunities for reskilling, finding an ideal solutions partner for long-term arrangements, or a combination of all three. Businesses need to start with a thorough
assessment of their IT skill needs right now and in the foreseeable future.

At Liquid Perspective, we commit ourselves to the same goals you have. We build
business solutions to address your needs as a whole and will work closely with you
from planning to deployment to ensure that they work exactly as you intended. To
learn more about how we can put the software engineering skills your organization
needs at your disposal, e-mail us at sales@liquidperspective.com and schedule a
full assessment of your IT estate today.

Works Cited
Bureau of Labor Statistics, U.S. Department of Labor (2021), Occupational Outlook Handbook, Software Developers, Quality Assurance Analysts, and Testers, at
https://www.bls.gov/ooh/computer-and-information-technology/software-developers.htm
(visited 3 February 2022)

Stack Overflow (2021), 2021 Developer Survey, at
https://insights.stackoverflow.com/survey/2021#section-experience-learning-how-to-code
(visited 3 February 2022)

Nathalie Figuière, CodinGame (2021), Top 4 IT Recruitment Challenges (and how to Overcome Them!),
at https://www.codingame.com/work/blog/find-developers/top-it-recruitment-challenges/ (visited 3
February 2022)

Indeed (2017), Are Coding Bootcamps Worth It? What Employers Really Think, at
https://www.indeed.com/lead/what-employers-think-about-coding-bootcamp
(visited 3 February 2022)

MicKensey & Company (2020), Beyond hiring: How companies are reskilling to address talent gaps,
at

https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-in-

sights/beyond-hiring-how-companies-are-reskilling-to-address-talent-gaps (visited 3 February 2022)

Karen Gilchrist, CNBC (2020, The pandemic has boosted freelance work – and hiring for these jobs
is booming, at https://www.cnbc.com/2020/07/07/freelance-work-grows-amid-covid-19-math-statsgame-hiring-in-demand.html (visited 3 February 2022)

