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Proprietary Information 

 

The information contained herein is being submitted to the Recipient by Provali Group, a 
subsidiary of Spherion Corporation.The information contained herein is proprietary to 
Spherion and shall not be disclosed by Recipient to any third party, including other service 
providers, nor shall Recipient use same for its own benefit or for any commercial purpose, 
except in connection with evaluation of Provali as a potential vendor.     
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CIO Selection Process 
 

Next to the CEO, the CIO is arguably the most highly diverse and complicated position in 
most organizations. Because of the complicated nature of the role, a proper section process will 
reduce the amount of issues surrounding an improper selection. The required skill-sets of a CIO 
include management, communication, technical, motivational, and political skills. To ensure 
that the wide range of candidates is properly assessed and selected, a structured process 
should be used.  

 
Selection Process:  

 
The selection process includes 5 phases: Pre-screen, Interviews, Testing, Consideration, and 

Selection. The pre-screening phase consists of establishing a profile of desired traits and skills 
for the position. The purpose of using a profile approach is to reduce the amount of resumes 
for testing by removing unqualified candidates. 
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Phase I, Pre-Screen: 

 
After recognizing the correct skills required for the CIO role, a candidate profile must be 

established. A profile is a detailed job specification that shows the full requirements for the 
position. The internal or external recruiters will then use the profile to screen candidates’ 
resumes. Part of the screening process involves implementing several filters to eliminate 
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candidates. This process includes identifying easily quantifiable requirements and excluding 
those who do not meet them. In addition to skill and experience requirements, desired 
compensation should also be compared in order to eliminate candidates that are too 
expensive. Resumes are scanned and scored for primary and secondary criteria. These 
requirements usually include: 
 

Example Requirements Scorecard 

 
Figure-2 

 
Phase II, Interviews: 
 

Following the creation of a profile, candidate resumes can be reduced and qualified 
applicants may be interviewed. After candidates have been interviewed, remaining candidates 
must be tested for their fit with the company.  

 
Phase III, Testing: 

 
Testing allows candidates to be assessed on specific personal and technical traits that are 

important to the organization and vital to their role. After various tests have been 
administered, candidates are scored and selected based on their results. Appropriate testing 
that is administered to each candidate includes: 
 

 Case Study Evaluation: Cases are business problems that are presented to the candidate 
to solve. The candidates’ response will provide insight into how well they can logically 
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dissect a problem, ask for additional information, and construct an argument and set of 
recommendations. 
 

 Technical Testing: Technical testing ensures that the candidate has an appropriate 
understanding of all applicable technology to the organization. Technical testing 
typically compares the candidates’ aptitude relative to each other. 
 

 Behavioral Testing: Psychological behavioral tests are effective in determining the 
personal behavioral traits of successful candidates. Behavioral tests work better if a pre-
existing profile of successful candidates is available and new candidates are compared 
against.  

 

 Cultural Fit Evaluation: Evaluation of cultural fit is usually done by spending time with a 
candidate in an informal setting such as lunch, dinner, or a sporting event. This is 
particularly useful for differentiating between closely matched perspectives. 

 
Phase IV, Consideration: 
 

After candidates are further reduced through the testing process, they are force ranked. 
Prioritization of candidates assesses remaining potential candidates’ performance in the 
interviews and tests administered. Prioritizing candidates can often be very difficult, particularly 
when candidates’ performance is close. Despite the difficulty force ranking candidates, the step 
is particularly important in determining the best candidate for the position.  

 
Phase V, Selection: 

 
After a candidate is selected, the offer should be given without procrastinating. The offer 

letter should be specific about expectations and compensation for meeting and exceeding the 
expectations. A phenomenon that we have observed in companies is the salary equation. After 
a company has selected the candidate, they often have trouble offering the right level of 
compensation to close the offer. The key drivers in assessing compensation level for a CIO are 
the size of the organization managed and whether the role as CIO will be focused on “lights-on” 
operation or building a new organization.  

 
Responsibilities:  

 
The skill-sets that are required by a CIO are very diverse and complicated. A study 

conducted by Gartner, Inc. has created the following outline of roles and responsibilities of a 
CIO: 
 

 Business technology planning process: Sponsoring collaborative planning processes. 
 

 Application development: New and existing for enterprise initiatives and overall coordination for 
business unit/divisional initiatives. 
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 IT infrastructure and architecture: Running as well as ensuring that on-going investments are 
made. 
 

 Sourcing: Make-versus-buy decisions relative to outsourcing versus in house provisioning of IT 
services and skills. 
 

 Partnerships: Establishing strategic relationships with key IT suppliers and consultants. 
 

 Technology transfer: Provide enabling technologies that make it easier for customers and 
suppliers to do business with our enterprise as well as increase revenue and profitability. 
 

 Customer satisfaction: Interact with internal and external clients to ensure continuous customer 
satisfaction. 

 

 Training: Provide training for all IT users to ensure productive use of existing and new systems. 

 
Being able to properly execute the roles necessary for a CIO requires a breadth of skills. 

Below is an outline of the various skills a CIO must possess: 
 

 CIO Skill Sets 

Hiring, evaluating, managing, motivating, developing, promoting, and firing team members 

Decision making 

Communication with business units and senior management 

Standard setting and enforcement 

Technical, data, and applications architecture experience 

Project management and prioritization 

Management of both application and operations portions of IT function 

Vendor selection, negotiation, and management 

Cost/benefit estimating; project economics estimation 

Budgeting 

Risk management 

Experience with development methodologies 

IT organizational design 

Determining the best use of scarce economic resources (staff, budget, time) 

Maintenance of steady-state service levels for basic IT services 

Figure –3 
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Educational Experience: 
 
Potential candidates should have an excellent record of academic success. Candidates 

should possess a minimum of the following experience: 
 

Primary Secondary 

 Undergraduate degree in technical 
discipline. (MIS, Computer Science, 
Finance, or Engineering) 

 Undergraduate degree from SACS level 
VI institution (or equivalent) 

 MBA or Technical Master’s degree 
(MIS or CS) 

Figure – 4 
 

Work Experience: 
 
Work experience is a particularly important factor in hiring a new CIO. Work experience 

provides information that reveals several characteristics besides actual experience. Those 
include: work ethic, prior performance, unique specialties, and industry specific knowledge. 
Work experience should include: 

 
 

Primary Secondary 

• Ten years or more work experience in 
application development and 
application project management 

• Managed (and built) team of 10-20 
technical staff 

• Application re-write or core-systems 
renewal 

• IT project work plan development 
• Technology platform transition 
• Business analysis (process 

documentation, redesign 
• Systems integration 
• Application change control 
• Systems enhancement request 

prioritization / release management 
 

• Limited job-hopping (2-4 years in each 
position) 

• Support / development of business / 
customer facing production application 

• Package implementation 
(configuration, customization) 

• Vendor management 
• IT budgeting and planning 
• Accustomed to working with non-

technical senior management and 
board of directors 

• Baseline support (applications/O&I) 
• PMI certification 

 

Figure - 5 

 


