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THE FIVE BIGGEST PAIN POINTS — AND WHAT TO DO ABOUT THEM
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Top Pain Points & Solutions in Government IT Hiring 
A data-driven snapshot for state and local IT leaders — what's broken, what it costs, and what the highest-performing agencies are doing differently.

700K+ 6–12 mo. 85% $148K–312K

Hiring cycles take too long

Civil service approvals, mandatory posting windows, background check
backlogs, and sequential compliance steps stack up — candidates
accept other offers before a decision is made.

Avg. 6–12 months for competitive IT roles

FASTEST FIX

Run compliance documentation in parallel with recruiting, not after
offer acceptance. Compress interviews to two structured rounds. Work
with a staffing partner who maintains pre-cleared candidate pools.

2 Can't compete on salary

Base salary comparisons consistently favor the private sector — but total
compensation (pension, healthcare, PSLF, stability) often narrows or
closes the gap for the right candidate profile.

30–50% salary gap vs. private sector for senior IT roles

FASTEST FIX

Build and share a Total Compensation Summary in every posting.
Calculate PSLF value for the target role. Contract staffing accesses
talent above the civil service band without a pay exception.

3 Cybersecurity talent is scarce everywhere

SOC analysts, incident response engineers, and cloud security architects are
among the most competed-for professionals in any labor market. Standard job board
postings don't reach the best candidates.

700K+ unfilled cyber roles nationally — gov competes with federal, defense,
and private sector

FASTEST FIX

Direct-outreach recruiting through professional networks. Pre-cleared contractor
pipelines maintained before vacancies open. Mission framing that reaches
candidates motivated by impact, not only compensation.

4 Compliance creates friction at every step

Background checks, clearance processing, security training, and compliance
documentation create real delays — but most agencies handle them reactively,
adding months to every placement.

CJIS, NIST, HIPAA, FedRAMP — each framework adds weeks when
handled sequentially

FASTEST FIX

Document compliance requirements by role type before recruiting begins. Use
templated compliance packages. Work with staffing partners who understand
government compliance sequencing and coordinate proactively.

5 Retention is as hard as recruiting

Burnout from understaffed teams accelerates voluntary turnover in already thin
talent markets
When agencies finally fill critical IT roles, they often lose the new hire within 18–24
months to private sector offers, workload burnout, or lack of career progression visibility.

FASTEST FIX

Fund certifications as a standard budget line. Build visible career
ladders. Use contractor surge capacity to prevent permanent staff
burnout. Conduct proactive pay reviews before employees start
shopping the market.

+ The compounding effect

All five pain points reinforce each other

Slow hiring → team burnout → higher turnover → more vacancies → slower hiring.
Agencies that break this cycle do so by addressing institutional posture — not just
individual hires.

STRATEGIC FIX

Treat talent acquisition as a continuous strategic function. Build pre-
cleared pipelines, establish a hybrid workforce model, and invest in a
staffing partnership built for government IT — not adapted from a
commercial model.

SALARY GAP BY ROLE ($K mid-career, 2026 est.) AVG. VACANCY DURATION BY ROLE (months)
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VACANCY COST COMPOUNDS MONTHLY — ESTIMATED CUMULATIVE COST, MID-LEVEL IT ROLE
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TOTAL COMPENSATION — GOVERNMENT VS. PRIVATE SECTOR (mid-level cybersecurity role)

Compensation element

Base salary

Defined-benefit pension

Healthcare premium savings

Public Service Loan Forgiv.

Government

$115K

+$22K

+$3.5K

+$12K

+$5K

$157.5K

Private sector

$158K

+$5K

+$0

+$0

+$2K

$165K

 

Adjusted total compensation

Cert/training funding

Lower cost, faster coverage

$53K

Saves 4–8 weeks per placement

$84K

 

SCENARIO COMPARISON: WHAT DOES EACH PATH ACTUALLY COST?

Scenario

Leave vacant — continue civil service search

6-Month Cost

$148K–$312K+

Cuts time-to-fill 60–70%

Expands reachable talent pool

$122K
$164K

Outcome

Role still unfilled; costs compounding; no output; risk elevated

Vacancy cost + bad hire cost + re-search; one to two years lost

Narrows effective gap to ~5%

2× stronger permanent hire rate

Covered from week 3; deliverables progress; permanent search continues

$230K

Overture Partners
 Specialized IT contract staffing for Cybersecurity, GenAI, and Digital Transformation in state and local government.
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Contract-to-hire path

 

Total comp messaging

 

overturepartners.com

Deploy contractor via specialized partner

Hire wrong permanent candidate — restart

Run background checks and compliance docs in parallel
with recruiting — not after offer acceptance.

Permanent for core roles. Contract for specialist and time-
limited needs. Assign each worker type deliberately.

Maintain active relationships with vetted, cleared candidates
before vacancies open — not when urgency hits.

Lead with the public impact of the work — specific,
concrete, and compelling to candidates who care about
more than salary.

Extended evaluation before permanent commitment.
Candidates experience the org; agencies assess fit over time.

Communicate pension, PSLF, healthcare savings, and cert
funding — the full picture, not just base salary.
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$90K–$160K

$245K–$520K+

Sources: CISA Cybersecurity Workforce Study, NASCIO State CIO Survey 2025, CompTIA IT Industry Outlook 2026, SHRM Cost-Per-Hire, IBM Cost of a Data Breach Report 2025, BLS OES, Levels.fyi government sector data.
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