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2026 Technology 
Salary & Hiring 
Guide
2026 Is Selective, Not Quiet

The technology hiring market in 2026 is not quiet — it’s selective. 
Many organizations have fewer approved openings, yet the roles 
that remain open are often the hardest to hire, hardest to 
accurately assess, and hardest to replace if a hire fails. 



This tension explains why hiring can feel difficult from every 
direction. Budgets and approvals move slowly, candidates are 
cautious, and interview processes are overloaded. At the same 
time, critical skill gaps persist in areas tied to delivery, resilience, 
and risk.



From a practical standpoint, selective hiring produces three 
predictable outcomes:



Fewer openings, higher expectations. New hires are 
expected to contribute faster and more independently.

More specialization, fewer generalists. Teams are built 
around narrower, higher-impact capabilities.

More risk controls. Security, compliance, and governance 
increasingly shape hiring and onboarding decisions.
 

This guide is designed for CIOs, IT directors, functional technology 
leaders, and HR/talent procurement partners who need decision 
support—not hype. 



The goal is to help you interpret 2026 compensation ranges 
responsibly, understand where the market is genuinely tight, and 
adopt hiring strategies that reduce mis-hire risk while improving 
speed and quality. 

SECTION 1:  INTRODUCTION: 2026 IS SELECTIVE NOT QUIET
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In 2026, hiring isn’t 
slow — it’s selective. 
Fewer roles remain 
open, but the cost of 
getting them wrong is 
higher than ever.



Today’s Tech Labor Market
2026 Is Selective, Not Quiet

Over the past two years, many leaders have adopted 
what can best be described as a “no-hire, no-fire” 
approach. Net-new roles are limited, but 
organizations are reluctant to lose skilled employees 
in critical functions. At the same time, job posting 
volume is not a reliable signal of hiring difficulty. 

 reports that while overall tech job postings 
are materially lower than in early 2020, organizations 
continue to struggle—not because demand has 
disappeared, but because roles themselves are 
evolving faster than hiring models. As 
responsibilities expand and expectations rise, defining 
roles clearly and hiring against demonstrated skills 
has become more difficult, not less. 



For both employers and job seekers, the key takeaway 
is this: Availability is uneven. The market is neither 
broadly loose nor uniformly tight. 

CIO.com

The market remains tight where: 


Reliability matters (cloud, SRE, platform 
engineering)

Safety matters (security architecture, identity, 
application security)

Data quality matters (engineering, governance, 
architecture)

AI adoption must be operationalized (AI-enabled 
product and delivery roles)
 

 
states: technology-related skills — such as AI, big data, 
networks, and cybersecurity — are among the fastest 
growing, and employers expect a significant 
transformation of core skills by 2030. The report finds 
that roughly 39–44% of core worker skills will 
change over the next decade as technological 
adoption reshapes roles and workforce strategies. 

The World Economic Forum’s Future of Jobs 2025

Layoffs and 
scarcity can exist 
at the same 
time. 



The market is tight exactly 

where delivery, security, 

and reliability matter 

most.

SECTION 2:  TODAY’S TECH LABOR MARKET
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https://www.cio.com/article/4073419/ai-pushes-cios-to-redefine-it-roles-for-the-future.html
https://www.weforum.org/publications/the-future-of-jobs-report-2025/


What “Cautious Hiring”  
Really Means

Cautious hiring does not mean standing still. In 2026 selective hiring means means:



Fewer openings with higher expectations

More scrutiny on business cases

Greater emphasis on roles that directly protect revenue, operations, and risk
 

In practical terms, cautious hiring is a shift from headcount growth to skills and capacity acquisition. It 
also changes how employers should think about “the bar.” Many candidates interpret a cautious market as a 
time to wait or apply broadly. Employers interpret it as a time to hire fewer people who can do more. 



This is why your hiring outcomes in 2026 will depend less on whether you have budget and more on whether 
you have:



Crisp role definitions

Fast and fair evaluation

A credible “why” that resonates with high-value candidates
 

Gartner frames  as advancing AI adoption, strengthening cybersecurity, delivering 
business value, and managing cost. Their research emphasizes the need to modernize applications, apply AI 
and analytics to improve outcomes, and optimize costs while managing security and risk. These pressures 
reduce approved roles and raise expectations for every hire, refining workforce strategy toward clearer role 
definitions and more evidence-based skill evaluation.

today's CIO mandate

SECTION 3:  “WHAT CAUTIOUS HIRING REALLY” MEANS
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https://www.gartner.com/en/articles/cio-challenges


Wage & 
Compensation 
Trends
One of the most common mistakes in salary 
planning is assuming an “average” raise 
environment affects every role equally. In selective 
hiring markets, averages are mostly meaningless.
 

In 2026, many roles will show modest movement 
year over year. But the market will still pay 
premiums where:



Skills are scarce

The risk of failure is high

Time-to-value matters
 

Compensation should be approached as a portfolio,  
not a single number. That’s true even before you  
add benefits, which are often overlooked in salary-only  
conversations.  Employer  
Costs for Employee Compensation data shows that for private industry, benefit costs account for nearly 30% 
of employer compensation costs.
 

In 2026, organizations that hire effectively align salary, flexibility, growth, and purpose into a coherent value 
proposition. In practice, the strongest recruiting posture typically includes:



A competitive base salary within existing marketplace ranges — aligned to role scope, demonstrated 
skills and growth potential, and market demand.

Clear flexibility where possible — including hybrid or remote options, schedule autonomy, or role-specific 
accommodations that reflect how work actually gets done.

Credible opportunities for growth — access to learning, increased responsibility, and modern tools that 
enable professionals to build relevant skills and deliver impact.

Mission clarity — a clear understanding of why the role exists, how it contributes to business outcomes, 
and what success looks like in the first 12 to 18 months.
 

Together, these elements allow organizations to compete for high-impact talent without relying 
solely on salary escalation

U.S. Bureau of Labor Statistics

Average salary 
increases hide 
the truth.



In 2026, compensation 
premiums concentrate 
where risk, scarcity, and 
time-to-value intersect.

SECTION 4:  WAGE AND COMPENSATION TRENDS
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https://www.bls.gov/news.release/ecec.nr0.htm


The Skills Premium 
in 2026
What skills will matter most in 2026? Market signals are 
consistent: AI sits at the top, but not as a standalone specialty. 

 reports that in-demand skills for 2026 increasingly 
combine applied AI with adjacent critical capabilities—such 
as cloud architecture, security, and troubleshooting-reflecting 
how today’s engineering now blends automation, reliability, and 
practical execution. At the macro level, the 

 provides reliable direction: AI and big data, networks 
and cybersecurity, and technology literacy remain among the 
fastest-growing skill areas.

CIO.com

World Economic 
Forum

For employers and job seekers this means the skills and compensation premiums tends to cluster around roles 
that protect continuity, enable scale, and modernize core platforms. The common thread is not “newness.” It is 
impact under constraint.

Secure modernization

Security architecture and engineering

Identity and access management

 Application security and cloud security

Governance and compliance
 

2. Platform and reliability

Cloud engineering and architecture

Site reliability engineering

Platform engineering and DevOps

Cost optimization/FinOps (where relevant)
 

3. Data as an asset

Data engineering and integration

Data governance and quality

Analytics engineering, warehousing, architecture
 

4. AI-enabled delivery

Engineers and architects who can integrate AI 
into products and workflows

Leaders who can govern AI use responsibly

Security-minded AI implementation roles

The highest-paid skills 
in 2026 are not “new” 
— they are the ones 
that protect uptime, 
data, security, and 
execution under 
constraint.

SECTION 5:  THE SKILLS PREMIUM IN 2026
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https://www.cio.com/article/4096592/the-10-hottest-it-skills-for-2026.html
https://www.weforum.org/publications/the-future-of-jobs-report-2025/digest/
https://www.weforum.org/publications/the-future-of-jobs-report-2025/digest/


AI in the 
Enterprise: From 
Experimentation to 
Operating Model
In 2026, most organizations have moved beyond asking “Should 
we adopt AI?” Today, the question is “How to integrate it safely, 
measurably, and at scale.” 



 report highlights a 
shift towards integrating AI as a system rather than a feature. 
Trends multiagent systems, AI security platforms, digital 
provenance, and preemptive cybersecurity signal that AI is 
increasingly treated as infrastructure requiring governance, 
security, and control.



As a result, talent needs now fall into four groups: - AI Builders: 
specialists creating core AI systems - AI Integrators: engineers 
embedding AI into platforms and workflows - AI Governors: 
security, risk, compliance, and policy leaders - AI-Enabled 
Operators: the broader workforce using AI responsibly.



Most organizations overestimate their need for builders and 
underestimate integrators and governors.

Gartner’s 2026 strategic technology trends

AI is no longer a feature. It is 
infrastructure — and infrastructure 
requires governance, security, and 
disciplined execution.

SECTION 6:  AI  IN THE ENTERPRISE

©2026 Benchmark IT - Technology Talent 08

https://www.gartner.com/en/articles/top-technology-trends-2026


SECTION 7:  AI  IN HIRING: ACCELERATION WITH GUARDRAILS
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AI in Hiring: 
Acceleration 
with Guardrails
AI can help source, screen, and reduce cycle time, but it 
can also amplify bias, produce false confidence, and 
diminish trust. 


 on AI in hiring warns that 
algorithmic systems can reproduce existing inequities if 
leaders “automate first and ask questions later,” 
emphasizing the need for governance and 
transparency in AI-driven evaluation.

MIT Sloan’s commentary

At the same time, job seekers are increasingly skeptical. 
 in 2025 found that only a minority of 

candidates trust AI to evaluate them fairly, and critically, 
Gartner predicts that by 2028, one in four candidate 
profiles worldwide will be fake. Gartner also reported 
that 6% of job candidates admitted to interview 
fraud. 



That combination—skepticism plus fraud risk—drives a 
practical recommendation:
 

Use AI to improve speed and consistency but govern 
it like any other enterprise system. For hiring 
managers and HR leadership, “AI in hiring” should 
mean:



Better intake and structured screening

Clearer skill validation

Fraud detection and identity verification

Human decision-making where it matters

Gartner research

AI should accelerate 
hiring decisions — 
not automate 
judgment or replace 
accountability.

https://mitsloan.mit.edu/ideas-made-to-matter/ai-reinventing-hiring-same-old-biases-heres-how-to-avoid-trap
https://www.gartner.com/en/newsroom/press-releases/2025-07-31-gartner-survey-shows-just-26-percent-of-job-applicants-trust-ai-will-fairly-evaluate-them


AI-assisted screening: what it is, and 
what it isn’t.

Because “AI interviews” is a loaded phrase, 
Benchmark IT recommends a clearer framing: AI-
assisted screening.
 

AI-assisted screening is valuable when it:



Reduces administrative friction

Helps candidates move faster to meaningful 
technical conversations

Gives hiring managers better shortlists



It fails when it:



Becomes a proxy for skills validation

Removes transparency

Creates an illusion of precision



In 2026, the best practice is to treat AI-assisted 
screening as Stage 0–1, then move quickly to:



Skills-based evaluation

Practical exercises where appropriate

Structured interviews that test how candidates 
think, not just what they claim
 

This approach acknowledges the reality that 
candidate manipulation is easier than ever—and the 
cost of being wrong is higher than many teams 
admit. AI-assisted résumé writing, interview coaching 
tools, and scripted technical responses allow 
candidates to present polished signals that do not 
always reflect real-world capability. 



As a result, traditional screening methods 
increasingly reward presentation over 
performance, raising the risk of mis-hires in roles 
where execution, judgment, and reliability  
matter most.

Traditional 
screening methods 
increasingly reward 
presentation over 
performance.



Raising the risk of mis-hires in 
roles where execution, 
judgment, and reliability 
matter most.

SECTION 7:  AI  IN HIRING: ACCELERATION WITH GUARDRAILS
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Why Job Boards 
Aren’t Enough
Posting a job has never been easier. Hiring the right person has 
never been harder.
 

Modern job boards deliver volume quickly, but volume is not 
the same as access to the best talent. As application tools have 
become easier to use, the return on applying has declined sharply. 
Many strong candidates apply to dozens of roles and hear nothing 
back, reinforcing the belief that applying alone is ineffective.
 

As a result, a large portion of as their primary strategy. Instead, 
they: 

- work their professional networks - seek introductions to hiring 
managers or trusted recruiters - engage with recruiters who 
already have relationships with the hiring organization - respond 
selectively to targeted outreach rather than mass postings.
 

For critical or hard-to-fill roles, an outbound search strategy is 
almost always required. This means actively identifying, engaging, 
and evaluating candidates who are already employed and not 
actively applying — rather than waiting and hoping the right 
resume appears.
 

If an internal Talent Acquisition team has the time, tools, and 
mandate to perform proactive sourcing and outreach, job postings 
can be a useful complement. In practice, many TA teams are 
overloaded with requisitions, administrative work, and high 
applicant volume, leaving little capacity for deep market search.
 

In those cases, partnering with a specialized technology 
recruiting firm becomes a force multiplier. Experienced recruiters 
bring: -dedicated outbound search and engagement - access to 
passive candidate networks - real-time market insight on 
compensation and availability - the ability to validate skills beyond 
resumes.
 

Job boards remain a useful channel — but for key hires, they are 
rarely sufficient on their own.

SECTION 8:  WHY JOB BOARDS AREN’T ENOUGH
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What Employers 
Need to Do 
Differently in 
2026

Organizations that hire well in 2026 do a small number of things consistently — but they do them with discipline 
and intent.



Define roles as outcomes and constraints.  
Effective role definitions focus on what must be delivered in the first 90–180 days, the technical and 
regulatory constraints of the environment, and what success actually looks like in practice, not just in 
theory.



Limit must-have skills to what truly matters. 
Selective markets punish vague or overly broad requirements; clearly identifying a small set of non-
negotiable skills helps candidates self-select and improves screening accuracy.



Treat speed as a quality strategy. 
High-quality candidates still have choices, and slow processes create drop-off and misalignment; decisive, 
well-run hiring processes consistently outperform prolonged ones.



Improve signal with skills validation. 
Structured interviews, practical evaluation where appropriate, and outcome-focused reference checks 
provide far better insight than resumes alone and reduce the risk of mis-hires.



Present compensation as a complete offer. 
Base salary is only part of the decision; benefits, flexibility, growth opportunity, and role clarity all 
materially influence whether an offer is competitive.



Align hiring to AI adoption strategy. 
As AI reshapes delivery models, roles and expectations must evolve alongside it, ensuring  
new hires are equipped to work effectively in AI-enabled environments.

SECTION 9:  WHAT EMPLOYERS NEED TO DO DIFFERENTLY IN 2026
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SECTION 10:  BUILD,  HIRE,  OR UPSKILL:  A PRACTICAL FRAMEWORK

©2026 Benchmark IT - Technology Talent 13

Build, Hire, or 
Upskill: A 
Practical 
Framework
The question is no longer whether to develop people; it 
is where development produces the best return. 

report emphasizes 
workforce transformation strategies and the growing 
importance of technology skills over 2025–2030—
signaling that upskilling and role redesign remain 
central, not optional.

WEF’s Future of Jobs 2025 

A practical decision framework:
 

Upskill when:

Institutional knowledge is a competitive advantage

The domain is unique to your environment

 Time-to-value is manageable
 

Hire when:

The gap is urgent and creates operational/security 
exposure

You need new capabilities to unlock programs

The learning curve would slow delivery too much



Borrow (contract/consult) when:

The work is time-bound (migration, implementation, 
remediation),

Specialized expertise is needed temporarily

You need acceleration without permanent 
headcount

The smartest 
organizations don’t 
default to hiring.



They choose deliberately 
between building, buying, 
and borrowing capability.

https://www.weforum.org/publications/the-future-of-jobs-report-2025


When Retained or Container 
Searches Make Sense
Most organizations are familiar with retained executive search for C-level and senior leadership roles — and for 
good reason. Those engagements work because there is mutual commitment: the search firm invests deeply in 
the work, and the client stays actively engaged by reviewing candidates, interviewing promptly, and providing 
clear feedback. 



That same logic increasingly applies to key technology roles below the C-suite.



For critical positions such as senior engineers, architects, platform leaders, security roles, and AI delivery 
leaders, simply posting a job is rarely sufficient. Many of the strongest candidates are fully employed, 
selective, and unlikely to apply through job boards — especially when internal Talent Acquisition teams lack 
the capacity for sustained outbound search.
 

Distributing a role to multiple contingency recruiters often appears to increase reach but frequently produces 
the opposite result. Because contingency firms are only paid if a hire is made, each recruiter must manage risk. 
In practice, this leads to limited upfront effort, early submission of readily available candidates, and a shift in 
focus while waiting for interviews to materialize. The familiar outcome is a short burst of similar résumés 
followed by a stalled pipeline.

An exclusive retained or container search changes the 
incentives. In a container search, a modest retainer is 
paid at the start to establish commitment and process 
between client and recruiter, but the full fee is only 
earned upon a successful hire, with the retainer 
credited toward the final placement fee. 



With clarity, commitment, and partnership from 
the client, a search firm can justify deeper 
investment — market mapping, targeted outreach, 
and relationship-based engagement with passive 
candidates. Rather than competing to submit the first 
acceptable résumé, the recruiter can focus on 
identifying and attracting the right candidate for the 
role’s scope, risk, and long-term impact.
 

Exclusivity does not limit reach; it expands it. For high-
impact technology roles, a retained or container model 
functions as a risk-reduction strategy — aligning 
incentives, improving focus, and materially  
increasing the likelihood of a successful hire.

SECTION 11:WHEN RETAINED OR CONTAINER SEARCHES MAKE SENSE
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What Candidates Need to 
Know in 2026
For technology professionals, the current job market can feel confusing. Many candidates are employed but 
open to something better, while others are actively searching and experiencing longer timelines and fewer 
responses. The reality is not that opportunity has disappeared — it is that hiring has become more selective. 


Candidates who succeed in 2026 tend to do the following:



Demonstrate applied skills, not just credentials.  
Employers are placing less weight on titles and years alone, and more weight on what you have actually built, 
delivered, fixed, or improved. Being able to explain how you’ve solved real problems matters more than 
listing tools or certifications.

Show AI fluency as a baseline.  
You do not need to be an AI specialist for every role, but you are increasingly expected to understand how AI 
fits into your function. Candidates who can speak credibly about using AI to improve productivity, quality, or 
decision-making stand out quickly.

Prepare for skills-based interviews.  
Interview processes are becoming more practical and structured. Expect questions that test how you think, 
how you approach ambiguity, and how you make tradeoffs — not just what you know in theory. Preparation 
and clarity go much further than volume applications.

Value clarity and execution over broad applications.  
Applying to dozens of roles with minimal customization rarely produces results. Candidates who focus on 
roles that genuinely fit their experience, and who can clearly articulate why they are a match, tend to move 
forward more consistently.

Get comfortable with AI interviewing.  
Both corporate talent teams and professional recruiters are increasingly using AI-assisted interviews. With 
job ads easy to find on LinkedIn, Indeed, and similar platforms, applicant volume has exploded — making it 
virtually impossible for recruiters to review every resume or personally engage every applicant. AI tools help 
identify promising candidates, and AI interview tools go one step further by giving you a chance to speak to 
your experience in an interactive, structured way.   

These AI interview platforms have improved dramatically over the past two years, and many candidates are 
positively surprised by the experience. Importantly, candidates who complete AI interviews are far more 
likely to advance to conversations with human recruiters. While everyone prefers direct human interaction, 
declining an AI interview often means being considered later — or not at all. These tools are becoming 
standard, and candidates who embrace them position themselves more effectively. 



Selective markets reward preparation, credibility, & willingness to engage with modern  
hiring processes.

SECTION 12:WHAT CANDIDATES NEED TO KNOW IN 2026
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2026 Salaries - How to 
Use This Guide
The salary tables that follow provide directional guidance for the NY/NJ/CT market. They should be 
interpreted alongside role scope, industry context, and total compensation considerations.

Salary ranges reflect observed market midpoints in the NY/NJ/CT region. Actual compensation varies based on scope, 
industry, and urgency of need. 


Not all roles experienced equal wage growth. Premiums concentrate in AI, platform, security, and data roles where 
scarcity and risk are highest. 


Year-over-year increases should be interpreted directionally. These figures are intended to support planning 
conversations, not guarantee outcomes. 


Senior-level compensation reflects both experience and accountability. Roles with higher operational or security risk 
command higher midpoints. 


Junior and mid-level bands reflect early productivity expectations in a selective hiring market, where ramp time matters. 


Total compensation often exceeds base salary. Benefits, flexibility, and growth opportunity materially influence offer 
competitiveness.

JOB CATEGORIES & TITLES JUNIOR MID SENIOR

AI $ $ $

AI Analyst $ 95,410 $ 149,720 $ 177,190

AI Architect N/A $ 125,550 $ 268,750

AI Engineer $ 133,490 $ 176,520 $ 224,710

AI Cloud Engineer $ 145,100 $ 184,950 $ 248,550

AI Consultant $ 155,250 $ 184,600 $ 225,450

AI/ML NLP Engineer $ 139,010 $ 185,350 $ 246,500

AI Product Manager $ 150,800 $ 191,250 $ 229,650

Director, AI Delivery & Execution N/A $ 193,000 $ 260,000

Prompt Engineer $ 91,330 $ 145,100 $ 172,150

Cyber Security $ $ $

Security/Compliance Analyst $ 103,750 $ 131,120 $ 162,580

Security Engineer $ 131,330 $ 170,490 $ 212,340

Security Architect N/A $ 196,290 $ 228,935

Security Assessment Manager N/A $ 141,100 $ 174,050

Risk Analyst/Manager $ 101,010 $ 139,420 $ 176,410

Cloud $ $ $

Site Reliability Engineer $ 136,250 $ 194,700 $ 226,420

DEV/OPS Engineer $ 123,620 $ 163,500 $ 204,320

Platform Engineer $ 144,850 $ 185,300 $ 238,650

Cloud Architect N/A $ 221,310 $ 251,660

Software & Web Development $ $ $

Full-Stack Software Engineer $ 103,590 $ 165,050 $ 203,680

Application Architect N/A $ 195,260 $ 229,480

Solution Architect N/A $ 184,300 $ 236,020

Mobile Applications Developer $ 112,580 $ 149,240 $ 186,850

Front-End Developer $ 102,390 $ 149,620 $ 182,680

Back-End Developer $ 124,800 $ 164,750 $ 204,500

UX/UI Developers $ 91,470 $ 138,470 $ 170,450

RPA Developer $ 126,010 $ 152,240 $ 181,020

Software Development Manager $ 152,350 $ 179,210 $ 201,190

Application Support Engineer $ 90,220 $ 140,860 $ 161,840

Operations Analyst $ 69,480 $ 92,530 $ 110,050

ERP & CRM $ $ $

ERP Functional Analyst $ 88,840 $ 124,750 $ 155,050

ERP Technical Specialist $ 117,250 $ 183,890 $ 225,970

CRM/Salesforce Administrator $ 91,120 $ 124,420 $ 149,670

CRM/ Salesforce Developer $ 123,600 $ 147,470 $ 175,590

CRM/ Salesforce Specialist $ 94,990 $ 122,940 $ 150,420

Data $ $ $

Data Analyst $ 98,730 $ 146,380 $ 187,460

Data Scientists $ 132,750 $ 191,870 $ 230,570

Database Admins $ 99,390 $ 139,410 $ 178,150

Database Developer/Engineer $ 110,110 $ 174,450 $ 202,430

Business Intelligence Analyst $ 104,350 $ 150,980 $ 181,700

Data and Machine Learning 
Engineer

$ 145,050 $ 188,650 $ 238,550

Data Scientist (AI/ML focus) $ 134,800 $ 195,060 $ 234,650

Data Operations Specialist $ 114,750 $ 135,060 $ 158,900

Networking & Systems $ $ $

Network Engineer $ 99,450 $ 144,890 $ 174,560

Windows/Linux Engineers $ 91,790 $ 131,200 $ 165,360

Desktop Support $ 58,690 $ 67,880 $ 133,550

Project & Product Management $ $ $

Project Manager $ 100,530 $ 152,870 $ 197,840

Program Manager N/A $ 184,450 $ 221,450

Business Analyst $ 108,600 $ 146,100 $ 174,850

Scrum Master $ 96,760 $ 149,360 $ 188,380

Product Manager $ 186,660 $ 158,290 $ 208,160

Technical Writer N/A $ 111,370 $ 142,450

Quality Assurance $ $ $

QA Automation Engineers/SDET $ 96,680 $ 139,810 $ 175,660

Manual QA Testers $ 80,940 $ 98,520 $ 117,300

QA Manager N/A $ 145,080 $ 180,750

Executive/Management $ $ $

CIO/CTO N/A
Contact BIT 

Rep
Contact BIT 

Rep

CISO N/A
Contact BIT 

Rep
Contact BIT 

Rep

Director/VP of IT N/A $ 232,470 $ 259,370

Manager of IT / OPS $ 116,620 $ 148,950 $ 174,750

IT Service Delivery Manager N/A $ 144,780 $ 168,650

Business Resiliency/Continuity 
Manager

$ 113,680 $ 144,120 $ 181,910

Fractional CIO/CTO N/A
$ Contact BIT 

Rep
$ Contact BIT 

Rep

Fractional CISO N/A
Contact BIT 

Rep
Contact BIT 

Rep

SECTION 13:2026 SALAR IES
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JOB CATEGORIES & TITLES JUNIOR MID SENIOR

Cyber Security $ $ $

Security/Compliance Analyst $ 103,750 $ 131,120 $ 162,580

Security Engineer $ 131,330 $ 170,490 $ 212,340

Security Architect N/A $ 196,290 $ 228,935

Security Assessment Manager N/A $ 141,100 $ 174,050

Risk Analyst/Manager $ 101,010 $ 139,420 $ 176,410

Cloud $ $ $

Site Reliability Engineer $ 136,250 $ 194,700 $ 226,420

DEV/OPS Engineer $ 123,620 $ 163,500 $ 204,320

Platform Engineer $ 144,850 $ 185,300 $ 238,650

Cloud Architect N/A $ 221,310 $ 251,660

Software & Web Development $ $ $

Full-Stack Software Engineer $ 103,590 $ 165,050 $ 203,680

Application Architect N/A $ 195,260 $ 229,480

Solution Architect N/A $ 184,300 $ 236,020

Mobile Applications Developer $ 112,580 $ 149,240 $ 186,850

Front-End Developer $ 102,390 $ 149,620 $ 182,680

Back-End Developer $ 124,800 $ 164,750 $ 204,500

UX/UI Developers $ 91,470 $ 138,470 $ 170,450

RPA Developer $ 126,010 $ 152,240 $ 181,020

Software Development Manager $ 152,350 $ 179,210 $ 201,190

Application Support Engineer $ 90,220 $ 140,860 $ 161,840

Operations Analyst $ 69,480 $ 92,530 $ 110,050

ERP & CRM $ $ $

ERP Functional Analyst $ 88,840 $ 124,750 $ 155,050

ERP Technical Specialist $ 117,250 $ 183,890 $ 225,970

CRM/Salesforce Administrator $ 91,120 $ 124,420 $ 149,670

CRM/ Salesforce Developer $ 123,600 $ 147,470 $ 175,590

CRM/ Salesforce Specialist $ 94,990 $ 122,940 $ 150,420

Data $ $ $

Data Analyst $ 98,730 $ 146,380 $ 187,460

Data Scientists $ 132,750 $ 191,870 $ 230,570

Database Admins $ 99,390 $ 139,410 $ 178,150

Database Developer/Engineer $ 110,110 $ 174,450 $ 202,430

Business Intelligence Analyst $ 104,350 $ 150,980 $ 181,700

Data and Machine Learning 
Engineer

$ 145,050 $ 188,650 $ 238,550

Data Scientist (AI/ML focus) $ 134,800 $ 195,060 $ 234,650

Data Operations Specialist $ 114,750 $ 135,060 $ 158,900

Networking & Systems $ $ $

Network Engineer $ 99,450 $ 144,890 $ 174,560

Windows/Linux Engineers $ 91,790 $ 131,200 $ 165,360

Desktop Support $ 58,690 $ 67,880 $ 133,550

Project & Product Management $ $ $

Project Manager $ 100,530 $ 152,870 $ 197,840

Program Manager N/A $ 184,450 $ 221,450

Business Analyst $ 108,600 $ 146,100 $ 174,850

Scrum Master $ 96,760 $ 149,360 $ 188,380

Product Manager $ 186,660 $ 158,290 $ 208,160

Technical Writer N/A $ 111,370 $ 142,450

Quality Assurance $ $ $

QA Automation Engineers/SDET $ 96,680 $ 139,810 $ 175,660

Manual QA Testers $ 80,940 $ 98,520 $ 117,300

QA Manager N/A $ 145,080 $ 180,750

Executive/Management $ $ $

CIO/CTO N/A
Contact BIT 

Rep
Contact BIT 

Rep

CISO N/A
Contact BIT 

Rep
Contact BIT 

Rep

Director/VP of IT N/A $ 232,470 $ 259,370

Manager of IT / OPS $ 116,620 $ 148,950 $ 174,750

IT Service Delivery Manager N/A $ 144,780 $ 168,650

Business Resiliency/Continuity 
Manager

$ 113,680 $ 144,120 $ 181,910

Fractional CIO/CTO N/A
$ Contact BIT 

Rep
$ Contact BIT 

Rep

Fractional CISO N/A
Contact BIT 

Rep
Contact BIT 

Rep
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JOB CATEGORIES & TITLES JUNIOR MID SENIOR

ERP & CRM $ $ $

ERP Functional Analyst $ 88,840 $ 124,750 $ 155,050

ERP Technical Specialist $ 117,250 $ 183,890 $ 225,970

CRM/Salesforce Administrator $ 91,120 $ 124,420 $ 149,670

CRM/ Salesforce Developer $ 123,600 $ 147,470 $ 175,590

CRM/ Salesforce Specialist $ 94,990 $ 122,940 $ 150,420

Data $ $ $

Data Analyst $ 98,730 $ 146,380 $ 187,460

Data Scientists $ 132,750 $ 191,870 $ 230,570

Database Admins $ 99,390 $ 139,410 $ 178,150

Database Developer/Engineer $ 110,110 $ 174,450 $ 202,430

Business Intelligence Analyst $ 104,350 $ 150,980 $ 181,700

Data and Machine Learning 
Engineer

$ 145,050 $ 188,650 $ 238,550

Data Scientist (AI/ML focus) $ 134,800 $ 195,060 $ 234,650

Data Operations Specialist $ 114,750 $ 135,060 $ 158,900

Networking & Systems $ $ $

Network Engineer $ 99,450 $ 144,890 $ 174,560

Windows/Linux Engineers $ 91,790 $ 131,200 $ 165,360

Desktop Support $ 58,690 $ 67,880 $ 133,550

Project & Product Management $ $ $

Project Manager $ 100,530 $ 152,870 $ 197,840

Program Manager N/A $ 184,450 $ 221,450

Business Analyst $ 108,600 $ 146,100 $ 174,850

Scrum Master $ 96,760 $ 149,360 $ 188,380

Product Manager $ 186,660 $ 158,290 $ 208,160

Technical Writer N/A $ 111,370 $ 142,450

Quality Assurance $ $ $

QA Automation Engineers/SDET $ 96,680 $ 139,810 $ 175,660

Manual QA Testers $ 80,940 $ 98,520 $ 117,300

QA Manager N/A $ 145,080 $ 180,750

Executive/Management $ $ $

CIO/CTO N/A Contact BIT 
Rep

Contact BIT 
Rep

CISO N/A Contact BIT 
Rep

Contact BIT 
Rep

Director/VP of IT N/A $ 232,470 $ 259,370

Manager of IT / OPS $ 116,620 $ 148,950 $ 174,750

IT Service Delivery Manager N/A $ 144,780 $ 168,650

Business Resiliency/Continuity 
Manager

$ 113,680 $ 144,120 $ 181,910

Fractional CIO/CTO N/A $ Contact BIT 
Rep

$ Contact BIT 
Rep

Fractional CISO N/A Contact BIT 
Rep

Contact BIT 
Rep
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JOB CATEGORIES & TITLES JUNIOR MID SENIOR

Project & Product Management $ $ $

Scrum Master $ 96,760 $ 149,360 $ 188,380

Product Manager $ 123,660 $ 158,290 $ 208,160

Technical Writer N/A $ 111,370 $ 142,450

Quality Assurance $ $ $

QA Automation Engineers/SDET $ 96,680 $ 139,810 $ 175,660

Manual QA Testers $ 80,940 $ 98,520 $ 117,300

QA Manager N/A $ 145,080 $ 180,750

Executive/Management $ $ $

CIO/CTO N/A
Contact BIT 

Rep
Contact BIT 

Rep

CISO N/A
Contact BIT 

Rep
Contact BIT 

Rep

Director/VP of IT N/A $ 232,470 $ 259,370

Manager of IT / OPS $ 116,620 $ 148,950 $ 174,750

IT Service Delivery Manager N/A $ 144,780 $ 168,650

Business Resiliency/Continuity 
Manager

$ 113,680 $ 144,120 $ 181,910

Fractional CIO/CTO N/A
$ Contact BIT 

Rep
$ Contact BIT 

Rep

Fractional CISO N/A
Contact BIT 

Rep
Contact BIT 

Rep
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Looking Ahead: 
The Road to 
2027

Looking ahead to 2027, the trend line is clear: many organizations will hire fewer people, but those roles 
will be higher impact. Technology teams are being designed to do more with tighter budgets, higher 
automation, and greater exposure to security, regulatory, and operational risk. 



The enterprise AI conversation is shifting toward governance, provenance, security, and multi-agent systems—
areas that require talent capable of combining engineering execution with risk discipline. 

 captures that shift explicitly.
 

For CIOs and IT leaders, this means the best talent strategies in 2026–2027 will:

Treat AI as infrastructure (with governance)

Invest in security and resilience as core capabilities

Prioritize modern platform delivery

Build organizations where learning and adaptation are part of the operating system
 

In a selective technology labor market, hiring outcomes depend on clarity, rigor, and speed. Organizations 
that succeed are those that clearly define their needs, evaluate candidate capability fairly and efficiently, and 
create conditions where high-value technology professionals can deliver outcomes quickly.



As roles become more complex and the cost of mis-hires rises, execution matters as much as strategy. 
Experienced search partners play a critical role in translating leadership intent into successful hires—bringing 
market insight, discipline, and focus to high-stakes decisions. 



Benchmark IT works alongside CIOs, hiring managers, and HR partners to reduce noise, manage risk, and help 
critical technology roles succeed—when the margin for error is small and the impact of getting it right is high.

Gartner’s strategic 
trends list for 2026

https://www.gartner.com/en/articles/top-technology-trends-2026
https://www.gartner.com/en/articles/top-technology-trends-2026


About Benchmark IT - 
Technology Talent
Benchmark IT is a technology staffing and recruiting firm founded in 2007, with deep roots in the 
Connecticut, New York, and New Jersey market and the ability to support clients and candidates across the 
United States and Canada. For nearly two decades, we have partnered with organizations and technology 
professionals navigating constant change in the IT labor market



We deliver IT staffing and recruiting services across contract, contract-to-hire, direct hire, and retained/
container search models. Our work spans core technology functions including software engineering, data and 
AI, cloud and platform engineering, cybersecurity, ERP and enterprise systems, and IT leadership.
 

Our process is built on discipline, transparency, and relationship depth. We take the time to understand our 
clients’ business objectives, technical environments, and risk considerations before launching a search. Every 
candidate we present is met personally — via video or in person — and evaluated not only for technical 
capability, but for communication skills, judgment, and alignment with the role’s expectations.



We work to understand each candidate’s career goals, technical strengths, and lifestyle priorities so that 
conversations are purposeful rather than transactional. We maintain a continuous pipeline of active and passive 
technology talent through ongoing engagement, referrals, and professional networks. This allows us to reach 
candidates who may not be actively applying to jobs but are open to the right opportunity when approached 
with credibility and context.

For employers, our role is to reduce noise and risk. We help 
clarify requirements, refine role definitions, and deliver 
talent that can contribute quickly and effectively. Whether 
supporting a new initiative, solving a specific technical 
challenge, or strengthening an existing team, we focus on 
matching the right skills, experience, and professional 
maturity to your organization.
 

Across every engagement, we treat each search as a 
building block in a long-term relationship. Our reputation 
is grounded in responsiveness, business ethics, and 
consistent execution — especially when the roles are 
complex and the margin for error is small.



For candidates, Benchmark IT offers a straightforward, 
honest, and personalized approach. For more than 15 
years, technology professionals have relied on us to provide 
clear guidance, realistic market insight, and opportunities 
that are truly worth their time.
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