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FOREWORD FROM DAVID GETTINS
We live in a data-driven economy. From who we hire to how; where we work to when; and how we structure our 
business to why; our decisions are run off millions of bytes of data. 

Data has always been one of the most sought-after tech skillsets, and this has only accelerated over the pandemic 
as more businesses stake their futures on digital transformation. The drive for agility, widespread data application, 
disruption to processes, and data as the gateway to more sophisticated technology have all created a more data-
conscious business environment. Today, departments as disparate as operations and logistics, marketing, HR, and 
procurement, turn to numbers to inform strategy. And data is also an enabler cross-industry, from financial services 
to life sciences, engineering and telecoms to retail and eCommerce. 

We are now at an intersection where data is in demand across different industries, departments, and businesses. But 
talent is scarce. In fact, recent research commissioned by the Department for Digital, Culture, Media and Sport found 
that almost half (48%) of UK businesses were recruiting for data roles, with 46% struggling to find the right skills.1

The last 12 months has opened a Pandora’s Box of opportunities and challenges for data-led digital transformation. 
Now we see the potential, we cannot close the lid. Instead, it’s a race to the best talent on the market. 

In this whitepaper, we look at key data trends for the year ahead, how data has penetrated HR, what the talent looks 
like and where to find it, and what you need to do to get ahead. I hope this proves useful for your business strategy, 
whether you’re in the technology industry, a STEM-powered industry like science or engineering, or a tech-enabled 
business.

TECH MAY POWER THE WORLD, BUT OUR TALENT POWERS THE TECH

David Gettins, 
Managing Director 
Lorien 
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https://www.gov.uk/government/publications/quantifying-the-uk-data-skills-gap/quantifying-the-uk-data-skills-gap-full-report
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PART OF THE 
DIFFICULTY OF 
NAVIGATING A 
DIGITAL-HUNGRY 
MARKET IS THE 
FACT IT IS LARGELY 
UNCHARTERED, 
AND HIGHLY 
CONTESTED, 
TERRITORY. 

“

”

LORIENGLOBAL.COM

MASTERING 
YOUR DIGITAL 
TRANSFORMATION AND 
THE LINK TO DATA: 
INTRODUCTION BY 
BILL GRAHAM, HEAD 
OF LORIEN SPECIALIST 
MARKETS
If you’re currently investing in your 
digital transformation strategy, know 
that you’re not alone. The pandemic 
accelerated our quest for digital as 
agility became central for responding 
to chaotic market forces. Thousands 
of businesses poured time, money, 
and resources into digital, and now 
digital transformation tops the 
agenda for C-suite in practically 
every industry imaginable.

But having raced over the start line, 
we’re now realising that the course 
ahead is perhaps steeper, and more 
treacherous, than predicted. Moving 
our businesses over to the digital 

THE DIGITAL LANDSCAPE 
IS COMPLEX - EXTERNAL 
CHALLENGES

Many years ago businesses chose 
their tech infrastructure based on the 
dominant market player, and usually 
opted for a tried-and-tested model. 

With all of these conflicting 
priorities, partners, and 
opportunities, it can be very difficult 
to understand how to get a handle 
on your digital transformation. 
last five years I have seen a rising 
demand for digital consultants 
as companies grapple with the 
idea of effectively ripping their 
infrastructure out from the roots to 
make way for change. 

Fortunately the UK is well 
positioned to take advantage of this 
evolution due to a long-established 
foothold in the digital space and 
a wide network of digital talent, 
but competition to evolve can 
make even the most open corridor 
feel overcrowded. This is where 
businesses like Lorien, a technology, 
digital and transformation talent 
solutions specialist, come into play. 

world comes with its own challenges 
and threats, from containing costs 
to choosing the right providers, 
to managing risk. Businesses 
are having to balance agility and 
innovation with the turbulence of an 
ever-changing market. Be careful 
what you wish for, you could say. 

Lorien’s whitepaper Data Domination: 
The Data Trends Transforming 
Your Business in 2022 and What 
HR and Talent Acquisition Need 
To Know About Them cuts to the 
core of these challenges in respect 
to data, and how mastering your 
digital transformation really begins 
with numbers. But first – what are 
businesses on the brink of investing 
in their digital transformation facing?

But today the search for digital edge 
has surfaced a diverse ecosystem of 
competing players, from tech giants 
to smaller disrupters.
In addition to the vast choice of 
providers we see today in the tech 
space, businesses are also faced with 
a dilemma about where to invest, 
when, and how. Increasingly, we 
are seeing legacy technology being 
retired in favour of new opportunities 
in infrastructure – cloud for business-
wide scalability, or containerisation 
to improve agility to new innovations, 
for example. We are also seeing how 
this emphasis on flexibility is placing 
new pressure on cybersecurity. As 
we scale our products, services, 
and businesses, it’s more important 
than ever that we consider risk to 
maintain trust – especially when 
the market is as vocal and visible 
as it is today. And lastly, we can see 
clearly how the exponential growth 
of data, and its uncapped potential 
for competitive advantage, is causing 
many businesses to refocus and 
reconsider their digital strategy. Now 
add the explosion of new technology 

on the market – 5G, RPA, smart 
technology such as AI and ML – and 
the different, mind-blowing ways 
that they can be used to edge out the 
competition. 
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MAKING IT ALL FIT TOGETHER – INTERNAL 
CHALLENGES

Historically many organisations have been too slow to 
adopt and have missed the boat, but there are also plenty 
of cases of companies that have jumped ship too quickly, 
without considering things like integration or staying 
alert to the intersections in different market trends. 

This is particularly important when we think about data 
strategy. The last thing you want is to create technological 
silos or bottlenecks. Now more than ever we need to be 
thinking about the bigger picture and creating a unified 
architecture in order to maximise on innovation.

But it’s not just the tech that needs to align. Ensuring that 
everyone has a digital agenda that is pointing in the same 
direction will be of paramount importance to actually 
achieving it. And of course, arguably the most important 
people in this ambition are the ones at the top of the tree. 
Educating and inspiring the C-suite to invest in tech can 
be difficult due to the various different market forces 
and conflicting priorities that can hold sway at the board 
table – but this is vital in order to stay ahead of the curve. 
There needs to be a mandate for digital investment that 
everyone understands and believes in.

I’ve studied this change for some time, and when I joined Lorien just a little over a year ago, I prioritised building 
our specialist functions around key verticals that would help our clients master this digital transformation through 
specific, in-depth market expertise. I created specialities around scaling digital (Cloud and DevOps), securing digital 
(Cybersecurity) and harnessing digital (Data and Analytics). And ultimately, I believe the gateway to all these things 
is through data. These practices compliment the wider Lorien business by providing true specialism at scale for all 
of our clients – no matter the size or sector. 

Today, I have the privilege of introducing the Data Domination whitepaper, featuring articles from experts across the 
Lorien business, as well as insight from our sister STEM brands in the Impellam Group, on how data has infiltrated 
our lives and our businesses. This whitepaper covers the key drivers and trends within data over the next few 
years, as well as how leaders in HR and talent acquisition can take advantage of them. Our key message is how data 
has become the gateway to digital transformation, and how this has placed pressure on both businesses and the 
individuals within them to adopt data practices. 

In addition to commenting on the different aspects of data within the digital transformation journey, this paper will 
also provide HR and talent acquisition with insight into skills gaps and data trends across the business, as well as 
some ideas on how you can futureproof your strategy now. 

The future is very much digital. Wherever you are on your journey, understand that there is probably still some 
way to go, but that the support, resources, and partners you need to guide you are all close at hand. I hope this 
whitepaper, and the experts within it, will help you on that journey.

NOW MORE THAN 
EVER WE NEED 
TO BE THINKING 
ABOUT THE BIGGER 
PICTURE AND 
CREATING A UNIFIED 
ARCHITECTURE IN 
ORDER TO MAXIMISE 
ON INNOVATION.
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DATA DOMINATION: HOW WILL THIS WHITEPAPER HELP YOUR BUSINESS TO EVOLVE?



PART ONE: 
DATA TRENDS 
AND YOUR 
BUSINESS
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DATA AS THE ARCHITECT FOR 
DIGITAL TRANSFORMATION
COVID-19 triggered digital transformation on an 
unprecedented scale. Companies across the world 
hurtled through six years of digital change in the space 
of just a few months.2  Digital became the number one 
priority for responding to the chaos of the market, with 
companies investing more in digital strategy than in 
any other business continuity measure,3 including client 
acquisition. And three quarters of business leaders said 
the digitisation of their business operations sped up over 
the pandemic; 69% saw their digital business models 
and revenue streams accelerate, and over half (56%) 
reported faster creation of digital customer experiences.4

But while the pandemic has acted as a catalyst for digital 
transformation, it has also laid important groundwork 
for future innovation. Many businesses across the 
STEM landscape and beyond are now in a much more 
digitally mature position than they were in 2019 and are 
now facing the final frontier of digital transformation: 
harnessing data. If only it were that simple.

DATA DOMINATES

During the pandemic data became the salvation for every 
company trying to manoeuvre the unpredictability of the 
market. From helping stakeholders understand changes 
in direction for their customers, to improving operational 

Of particular testament to the power of data is that companies that were data-driven pre-pandemic are even more 
likely to continue to invest – one 2020 study found that 76% of data-driven businesses planned to continue or boost 
their data skills training, compared to 56% of non-data driven businesses7 (perhaps unsurprisingly, given that 80% of 
business leaders at data-driven companies believed they had a strategic advantage during the pandemic, versus just 
29% at non-data driven businesses).8 

This drive for data has led Chief Data Officers to become increasingly tangled up in wider business strategy. 
According to Gartner, 72% of data and analytics leaders are now heavily involved or leading their organisation’s 
digital transformation strategy.9 And with clear success. Gartner found that CDOs with business-facing KPIs and 
more than one business partner were 1.7x more likely to deliver clear business value through tangible ROI from 
D&A investments, were 2.3x more likely to reduce time to market and were 3.5x more likely to be effective at data 
monetization. Data is rising up through our organisations.10 

ACCORDING TO GARTNER, 72% OF DATA AND 
ANALYTICS LEADERS ARE NOW HEAVILY INVOLVED 
OR LEADING THEIR ORGANISATION’S DIGITAL 
TRANSFORMATION STRATEGY 
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efficiency, to workforce planning and scalability, to 
balancing the books, to identifying new markets – data 
had an intrinsic role to play in our response. 
Just consider the role of data in healthcare during the 
pandemic. Data helped us to map COVID-19 hotspots, 
track the R rate, co-ordinate vaccination programmes 
and monitor resources such as ICUs and hospital 
capacity to support response planning. It helped us with 
research and development by co-ordinating huge global 
datasets to detect patterns faster. And it helped us 
improve operational efficiency by identifying bottlenecks 
in processes and opportunities for automation. We can 
now see how data in healthcare will usher in a new age of 
personalised patient experience, preventative healthcare, 
slick, optimised processes, and accurate, collaborative 
R&D. The pandemic helped us understand the alignment 
between a strong data and analytics strategy and digital 
transformation – and crucially, the link between digital 
transformation and business agility. 

Now data is growing new wings as the driving force for 
digital change. IDG’s 2021 Data and Analytics Study5 
found that the pandemic had accelerated the data-
driven strategy for nearly two thirds (61%) of tech 
leaders, with 78% agreeing that data had the potential 
to fundamentally change the business over the next 
three years. Meanwhile, two thirds of CEOs (68%) intend 
to invest in data and technology in 2022, with AI and 
data science in particular in the crosshairs for enabling 
organisational growth.6 

https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-transformed-business-forever
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-transformed-business-forever
https://home.kpmg/xx/en/home/insights/2021/03/ceo-outlook-pulse.html
https://www.tableau.com/about/press-releases/2021/yougov-survey-finds-80-data-driven-businesses-claim-they-have-critical
https://www.tableau.com/about/press-releases/2021/yougov-survey-finds-80-data-driven-businesses-claim-they-have-critical
https://www.gartner.com/en/newsroom/press-releases/2021-05-05-gartner-finds-72-percent-of-data-and-analytics-leaders-are-leading-or-heavily-involved-in-digital-transformation-initiatives
https://www.gartner.com/en/newsroom/press-releases/2021-05-05-gartner-finds-72-percent-of-data-and-analytics-leaders-are-leading-or-heavily-involved-in-digital-transformation-initiatives
https://www.idg.com/tools-for-marketers/research-data-and-analytics/#:~:text=According%20to%20IDG's%202021%20Data,over%20the%20past%20three%20years.
https://www.computerweekly.com/opinion/How-CIOs-can-help-their-organisations-accelerate-digital-transformation


In fact, the vast majority of hurdles to data progress 
highlighted in a recent Fujitsu report15  are linked to 
human influence. For example, 71% say that a lack of 
senior management support hinders progress, 70% 
report cultural resistance to change and 67% cite internal 
politics as blockers.

The study also highlights a trend for poor support and 
structure for data growth, such as 72% reporting poor 
KPI alignment, 75% believing that data is too fragmented 
across their organisation, and 68% believing there is a 
lack of knowledge and skills to enable data progress. 
By comparison, an overreliance on legacy infrastructure 
(70%) and budget restraints (74%) could make data 
adoption a tough case to plead for even the most 
charismatic data evangelists. 

All of this may well explain why the role of CDO is 
becoming increasingly powerful, as well as why 93% of 
CDOs16 link success to effective communication – CDOs 
are increasingly bridging the gap between technology 
and people culture.

But despite the enthusiasm for data-led transformation 
and a phenomenal year for CDO representation, only 30% 
of Fortune 1000 company respondents believe they have 
a well-articulated data strategy, and less than a quarter 
(24%) believe that their organisation is data-driven11 
(and this could be an overstatement – a recent Fujitsu 
study12 found that just 4.8% of businesses studied could 
genuinely lay claim to being data driven). Appetite for 
data-led transformation is high, but delivery is starved. 
Why?

According to a NewVantage Partners survey, 92.2% of 
companies report struggling with cultural challenges in 
organisational alignment, business processes, change 
management, communication, resistance, and skillsets.13 
In short, people and processes stand in the way of 
adoption. 

In some ways, this isn’t surprising. Technology is evolving 
at pace, unravelling well-intentioned business strategies, 
and displacing skillsets that have taken years to hone. 

ROADBLOCKS FOR DIGITAL TRANSFORMATION HOW CAN HR HELP?

HR has an important role to play in lifting the barriers to 
digital transformation. By now, you will understand both 
the pressing relevance of data in today’s world and also 
that its biggest obstacle is the people who use it. While 
no HR professional is expected to be a data expert, HR 
professionals are people influencers, culture formers 
and keepers, and workforce investors. Appreciating 
that going data-driven is about driving a new mindset 
of agility and responsiveness, of breaking down barriers 
between departments to unlock new understanding, and 
of ensuring that the work environment has the right 
foundations for success – namely the education, skills, 
and the infrastructure to stay ahead – are all within the 
grasp of HR. 
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The fact that companies make less than half their 
decisions using hard data, preferring to be led by gut 
feeling, experience, or opinions instead, shows there’s 
still an element of mistrust when it comes to tech.

But a culture of being open to innovation is incredibly 
important to competitive edge. One McKinsey study 
into the effects of the pandemic found that in addition 
to talent and the use of cutting-edge technology, one of 
the biggest indicators for success during the crisis was 
having a culture of experimentation and acting early.14

Almost half of respondents from companies that had 
navigated the pandemic successfully reported being 
amongst the first to market new innovations and try out 
new technology. According to the report, they were also 
more likely to have shorter timeframes between business 
leaders and critical business information – leading to a 
fast moving, agile culture. This correlates with a separate 
study on the influence of being data-driven during the 
pandemic, with businesses finding their focus on data 
enabled them to collaborate across teams, communicate 
more effectively and make strategic decisions faster.

https://www.fujitsu.com/global/microsite/data-transformation/infographic/
https://www.gartner.com/en/newsroom/press-releases/2021-05-05-gartner-finds-72-percent-of-data-and-analytics-leaders-are-leading-or-heavily-involved-in-digital-transformation-initiatives
https://hbr.org/2021/02/why-is-it-so-hard-to-become-a-data-driven-company
https://www.fujitsu.com/global/microsite/data-transformation/infographic/
https://hbr.org/2021/02/why-is-it-so-hard-to-become-a-data-driven-company
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-transformed-business-forever


FROM BIG DATA TO SMALL DATA

The pandemic disrupted entire ecosystems and data 
sets, rendering trend-predicting artificial intelligence, 
machine learning and data models effectively 
redundant. At the same time, it surfaced the need for 
data to shape the direction of the ‘new normal’. We 
became simultaneously more data-conscious and more 
data dependent, but without the algorithms to support 
this evolution. 

To bridge this sizeable gap, Gartner is now predicting 
the rise of small and wide data, estimating that 70% 
of organisations will shift their focus from big data to 
small and wide data by 2025.17 The pandemic has left a 
significant blind spot in an area where insight is sorely 
needed to navigate change, and organisations will now 
mobilise to plug that gap – by joining the dots between 
data hidden in organisational silos, diversifying, and 
exploring untapped data pools, and drawing on human 
understanding to bring new context and light to ‘dark 
data’. 

But what does that mean in practice?

WHAT IS WIDE DATA?

Wide data means tying together data from different 
sources and different formats to get a deeper 
understanding of specific challenges and opportunities. 
This could include internal and external datasets, 
unstructured, structured, and semi-structured, or data 

WHAT ARE THE IMPLICATIONS FOR SMALL AND 
WIDE DATA IN BUSINESS?

Small and wide data will bring both depth and context to 
business decisions in real-time. While big data is useful 
for picking up correlations and sweeping trends, small 
and wide data will help us to understand causation by 
focusing on the bigger picture at a deeper level. 

By bringing different strands of the business together 
and dissecting micro-trends that might once have been 
ignored, we can get a clearer understanding of how we 
operate. For example, it could be used to bring greater 
personalisation to customer journeys by synthesizing 
different business touchpoints to get a more complete 
understanding of customer needs, fears, and values. 
It could be used to get a closer understanding of 
patient care across different settings and environments 
to identify correlations – such as high traffic areas, 
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THE SIMPLICITY 
AND CLARITY 
OF SMALL DATA 
MEANS THAT IT 
IS ACCESSIBLE, 
UNDERSTANDABLE, 
AND ACTIONABLE 
FOR MOST PEOPLE  
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from different business units and sources. Wide data 
can be big or small. 

The pandemic has underlined the value of data for 
many different business areas and sectors – from 
operations in life sciences, to sales in retail, to customer 
services in banking. Wide data will mean dissolving 
the barriers between different departments to harness 
insights and build a bigger, overarching picture of the 
business. Analysing wide data offers the opportunity 
to contextualise decisions, identify new patterns and 
correlations and bring clarity to processes. 

resource and budget demands, patient demographics, 
and training and automation needs. For HR, small and 
wide data could support workforce planning decisions 
by highlighting high growth and high-risk areas across 
the business that may require further resource and 
budget, upskilling or reallocation of skills.

Small and wide data will also open the floor for data 
analysis across entire business estates. Big data is raw, 
complex, and difficult to understand without the right 
knowledge, tools and/or experience. This has meant 
that historically the bar to organisation-changing data 
insights has typically been quite high. 

For many years small data has been neglected from 
business strategy in favour of delivering big data 
models. But the simplicity and clarity of small data 
means that it is accessible, understandable, and 
actionable for most people, opening up the potential 
for data in everyday use, making it more accessible to 
all and negating the need for businesses to splash out 
on expensive tools to harness insights. Where big data 
requires collection, cleansing, reorganisation and then 
visualisation to be valuable, small data provides ‘bite 
sized’ chunks of insight that can be used by individual 
workers to shape how they work every day. The key 
will then be empowering users to overlay insight taken 
from Machine Learning with their own ‘small data’ 
experiences to bring even more depth and context to 
analysis.

https://www.gartner.com/en/newsroom/press-releases/2021-05-19-gartner-says-70-percent-of-organizations-will-shift-their-focus-from-big-to-small-and-wide-data-by-2025


RISE OF THE CITIZEN DATA SCIENTIST

As people become more confident with using small and wide data to make everyday decisions, and as we focus on 
upskilling people in data, we will see the long-anticipated rise of citizen data scientists. A citizen data scientist is 
someone who delivers predictive analytics and insights, but whose role is not within statistics and analytics.

In 2017, Gartner predicted that over 40% of data science tasks would be automated by 2020, resulting in the 
broader use of data and analytics by citizen data scientists;18 and that by 2019 the amount of advanced analysis 
produced by citizen data scientists would surpass data scientists. 

While the pandemic has clearly disrupted this somewhat, the levelling out of data and analytics responsibilities, 
empowered by small and wide data, will no doubt see again the rise of citizen data scientists. Not only is this 
inevitable, but it’s also necessary – the surging demand for data and analytics talent requires greater distribution 
of these skills. 

HOW CAN HR HELP?

Small and wide data will unlock insights across the entire business estate by creating a more level playing field 
for data expertise. With the right experience, data literacy, and tools, individuals across every department will 
be able to use data to enhance and optimise business processes, products, and projects – some of the most 
significant wins for businesses may well be at the edges of their business. Businesses could use this to partially 
repair broken links in AI and ML patterns, or to add additional context and insight to pre-existing data. Importantly, 
human understanding will play a key part in determining trends – and this hands-on approach may well encourage 
new user groups to become data-drivers themselves. HR will need to encourage and nurture this new culture, 
beginning with data education for everyone and helping the company to create pockets of data champions across 
the business. 

TECH MAY POWER THE WORLD, BUT OUR TALENT POWERS THE TECH_ LORIENGLOBAL.COM

AS PEOPLE BECOME MORE CONFIDENT WITH USING 
SMALL AND WIDE DATA TO MAKE EVERYDAY DECISIONS, 
AND AS WE FOCUS ON UPSKILLING PEOPLE IN DATA, 
WE WILL SEE THE LONG-ANTICIPATED RISE OF CITIZEN 
DATA SCIENTISTS 
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https://www.gartner.com/en/newsroom/press-releases/2017-01-16-gartner-says-more-than-40-percent-of-data-science-tasks-will-be-automated-by-2020


REIMAGINING DATA IN BUSINESS – THE RISE OF XOPS, COMPOSABLE 
DATA AND DATA FABRICS
In the previous chapter we discussed how the pandemic was driving data strategies away from big data and 
towards smaller and wider data. This chapter covers the other end of the spectrum – where data has become so 
integral to business strategy that our current infrastructure and processes are not sophisticated enough to cope 
with the sheer volume of information being produced, even when AI-enabled. We’ll explore three core trends and 
what their convergence means for business and for HR.

COMPOSABLE ARCHITECTURE

As data use cases grow and diverge, many companies are struggling to provide the power and performance to 
process hundreds of different user requests. Current systems tend to have a fixed number of resources, which can 
mean too much power (or not enough) for different workloads. To support this, in recent years many businesses have 
experimented with accelerators plugged in alongside existing processors or cores to give a performance boost to 
current systems. But this process is complex, requires careful integration, and can be costly. 

Composable data architecture could offer another solution. Composable architecture improves the agility with which 
an organisation can respond to different demands by partitioning different resources and hardware, like compute, 
memory, storage, and networking. By separating different IT resources, data infrastructure can be built up, torn down, 
and pulled together like building blocks. This fluidity means that businesses – and the individuals within them – can 
manipulate data with more agility, with the infrastructure always adapting its resources in line with performance 
requirements.  Having an analytics capability that is containerised means a ‘pick and mix’ approach can be taken for 
each data request, enabling faster and more scalable solutions for every business need.

BY SEPARATING DIFFERENT IT RESOURCES, 
DATA INFRASTRUCTURE CAN BE BUILT UP, TORN 
DOWN, AND PULLED TOGETHER LIKE BUILDING 
BLOCKS
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As our businesses become more data-heavy there 
is increasing variation in the type, storage, source, 
and format of the data we collect and manage. This is 
creating a complex environment, where different data 
sources and applications don’t integrate, governance 
can’t be maintained, and users are only able to access 
partial information. 

‘Dark data’ - data that is captured, processed, and stored 
during BAU but is never actively used by the business – 
and data siloes are a significant issue for many companies. 
Data may be dark because it is large, unstructured, and 
complex; because there is no connection between data 
capture and data storage (for example on an IoT device); 
or because historically no-one has seen any value 
in analysing it. It is estimated that as much as 73% of 
enterprise data is never used for any strategic purpose.19 

Not only does this mean that most data-led decisions are 
probably based on less than half the available information, 
but it is also creating an unsustainable environment – as 
data becomes more important, the diversity of data being 
brought into the business is only likely to increase. 

This is bad news for the technology teams trying to fit 
the data together. 74% of businesses currently use six or 
more data integration tools20 and technology developers 
currently spend 30% of their time just trying to get 
different interfaces to work together.21

Data fabrics could solve this issue. A data fabric is a 
unique data management architecture which supports 
data sharing, data governance and data integration 
across different disparate data sources. Data fabrics use 
a network-based architecture to create an integrated 
data layer that spans across different endpoints and 
environments. 

By creating a single environment for data management, 
data fabrics can eradicate siloes and create a scalable, 
reliable self-service mechanism for every organisational 
need, and can be scaled up to accommodate new end 
points and data sources. Data fabrics can also improve 
governance, integration, and delivery speed by reducing 
the number of tools needed and by bringing data under 
one roof. According to Gartner, data fabrics have the 
potential to reduce time to integration design by 30%, 
deployment by 30% and maintenance by 70%.22

https://searchcloudcomputing.techtarget.com/IBM/Data-Virtualization-Paves-Smoother-Access-to-Business-Insights
https://www.talend.com/resources/what-is-data-fabric/
https://searchcloudcomputing.techtarget.com/IBM/Data-Virtualization-Paves-Smoother-Access-to-Business-Insights
https://www.gartner.com/smarterwithgartner/gartner-top-10-data-and-analytics-trends-for-2021


XOPS

In recent years, the popularity of DevOps – the practice which fuses software development with operations to speed 
up development lifecycles, promote continuous development and improve agility to change – has spawned a family 
of ‘Ops’ hybrids. Now, Gartner is predicting the rise of XOps as the latest guardian of digital change. 

XOps will reconcile the different branches of the Ops family to create a more unified approach to both development 
and delivery across the entire technology stack, with a focus on cementing AI and automation into processes from an 
early stage. Effectively, it brings together Ops practices like DevOps, DataOps, AIOps and MLOps to ensure that not 
only is there collaboration within each function, but cohesion across the entire business estate. 

XOps will accelerate delivery by strengthening collaboration and understanding between data and analytics and 
software development departments. By linking development, deployment, and maintenance together, and embedding 
automation and AI into the data analytics funnel, delivery lifecycles can be streamlined and sped up – resulting in 
more agile development. 

WHAT DO THESE TRENDS HAVE IN COMMON?

All of these trends are concerned by how data is bleeding into other areas of the business. Composable architecture 
will help us to process varying data requests across the business quickly, data fabric is concerned by not letting 
insight from around the business seep through the cracks, and XOps introduces a new way of collaborating across 
different business areas. These trends all stem from a need to improve the fluidity of data within businesses and a 
demand to give users the access, agility, and speed to make decisions quickly and efficiently. Both composable data 
and data fabrics will give business users rapid, reliable, self-service delivery for every data request they can dream 
up; meanwhile XOps and data fabric both cater to a need for greater collaboration and interdepartmental thinking 
when it comes to the design, deployment, and delivery of solutions. 

HOW CAN HR HELP?

HR should pay attention to these trends because they indicate the direction that data is going in – namely down, 
inside, and between different departments. The future of data is not siloed to the IT department and will enable us to 
make decisions faster, at the edge of the enterprise and away from C-suite. It’s important to bear these ambitions for 
a more horizontal, proactive, and agile data culture as we begin the next chapter. 

HR should also consider what the flattening out of data skillsets and responsibilities could mean for resource 
management – DevOps famously pushed experts in development and operations to learn something of the other’s 
trade in order to keep up with demand for these new skills. Technology roles are becoming broader, but supporting 
different cross-departmental needs, and especially demand for skill scarce hybrids, may well lead to internal friction 
when it comes to resource availability, expertise, and project prioritisation. 

XOPS WILL ACCELERATE DELIVERY BY 
STRENGTHENING COLLABORATION AND 
UNDERSTANDING BETWEEN DATA AND ANALYTICS 
AND SOFTWARE DEVELOPMENT DEPARTMENTS 

“

”

TECH MAY POWER THE WORLD, BUT OUR TALENT POWERS THE TECH_ LORIENGLOBAL.COM



ETHICAL AI AND DATA SECURITY

As our use of data and analytics grows, inevitably our 
risk grows too. From the unauthorised sharing of 
personal data, to the AI algorithms that implement and 
perpetuate ingrained biases, to the businesses that fail 
to govern and secure sensitive data properly, history is 
littered with examples of how poor data practices can 
warp data models and lose consumer trust. But as data 
becomes the lynchpin under which we make all our 
business decisions, regardless of industry, department, 
or discipline, how to build ethical data practices across 
the entire business estate is becoming more pressing.

WHAT IS ETHICAL AI?

Ethical AI ensures that when businesses or individuals 
use data and algorithms, they do so in way that is 
responsible, ethical, and secure. Because we are 
increasingly using data to support decision making, it is 
more important than ever that we are asking the right 
questions, involving the right people, and considering 
wider implications for society as a whole when we build 
and deploy algorithm-led solutions. 

Using data ethically is also becoming more important 
under the context of data protection and data privacy. 
As businesses ramp up their use of data to get closer 
to customers and edge out the competition, they need 
to be mindful of their legal (and societal) obligations to 
safeguard this information. 

CREATE A CULTURE OF ACCOUNTABILITY

IN ORDER FOR ORGANISATIONS TO BE LEAN 
AND AGILE TO MARKET CHANGES, DECISIONS 
MUST INCREASINGLY BE TAKEN AT THE EDGE OF 
ENTERPRISES – BUT THIS OPENS UP SIGNIFICANT 
RISK FOR ORGANISATIONS THAT DON’T HAVE A 
STRONG DATA CULTURE IN PLACE.  

“
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While the spotlight has been on ethical data practices 
for a while, reliance on data during the pandemic has 
put data use firmly in the public eye. Cellular data, for 
example, has been hugely important for governments to 
monitor health trends and reduce transmission – with 
schemes like the NHS’s Test and Trace using mobile data 
for contract tracing. But as well as raising the profile 
for telecommunications companies, this has also raised 
concerns about data security and the potential for full 
state surveillance. Until very recently, for example, 
health authorities in China had access to a long list of 
personal data, including full name, occupation, and daily 
travel history as part of its contract-tracing programme. 

Bearing this in mind, it may be unsurprising to hear 
that trust in the technology industry has dropped by 9% 
between 2012 and 2021.23 In fact, a recent study by the 
British Computer Society (BCS) found that more than 
half of adults in the UK (53%) don’t trust companies that 
use insight derived from algorithms to make decisions 
about them.24 

As a result, businesses that want to use technology and 
data and analytics to accelerate their strategy might find 
themselves facing a trust barrier. What can they do?

As data becomes more widespread, it is becoming harder 
to contain data ethics and safe data practices to tech 
departments alone. In order for organisations to be lean 
and agile to market changes, decisions must increasingly 
be taken at the edge of enterprises – but this opens up 
significant risk for organisations that don’t have a strong 
data culture in place. Four in ten UK employees that use 
data in their current role don’t believe that data ethics is 
relevant to the work that they do.

Establishing a strong data culture begins with setting out 
a clear vision, mission and values that are understood at 
every organisational level. With these principles acting 

as a ‘north star’ for development, different departments 
can begin to innovate with data while following a clear 
ethics framework. A transparent framework and culture 
can also help to open up new conversations about best 
practice, balancing values derived against any ethics 
compromised, and aligning development to overall 
business strategy. Crucially, communicating clear 
data practices and making this visible organisation-
wide places accountability on every individual to think 
proactively when they use data – rather than assuming 
this will be covered by regulators or internal tech 
teams. This should be accompanied by formal training 
and upskilling enterprise-wide to ensure that everyone 
understands their responsibilities when it comes to data. 

https://www.edelman.com/sites/g/files/aatuss191/files/2021-03/2021 Edelman Trust Barometer.pdf
https://www.bcs.org/articles-opinion-and-research/the-public-dont-trust-computer-algorithms-to-make-decisions-about-them-survey-finds/


LAY OUT A FORMAL GOVERNANCE STRUCTURE

Whether through a lack of in-house expertise and leadership, unclear strategy, or a lack of understanding regarding 
legal and regulatory hand-offs, many businesses lack a proper framework for data governance or ethical AI. 

In the PwC US – 2021 AI Predictions survey,25 three quarters of businesses were reported to have some form of ethical 
guidance or policies in place, but just one in five admitted to having a formal ethical framework. If this is true, then it 
means that many businesses planning to scale their AI operations in 2022 may lack the control and visibility afforded 
by a more rigorous and structured data governance framework. Setting up clear rules of engagement around data, 
including a formal governance structure with a quick, clear escalation programme and sign-off in the right places will 
ease the path considerably to innovation. According to The Ponemon Institute setting up an incident response team 
with an incident response plan can reduce costs by up to $360,000 per breach.26 Some businesses may also want to 
consider setting up a cross-departmental data ethics board to provide an additional layer of governance that spans 
the entire business.

SETTING UP CLEAR RULES OF ENGAGEMENT AROUND 
DATA, INCLUDING A FORMAL GOVERNANCE STRUCTURE 
WITH A QUICK, CLEAR ESCALATION PROGRAMME AND 
SIGN-OFF IN THE RIGHT PLACES WILL EASE THE PATH 
CONSIDERABLY TO INNOVATION. 

“
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SHORE UP CYBERSECURITY

The pandemic saw a rise in cybersecurity risk, due in part to a rise in remote working (and therefore more 
vulnerabilities and weakened infrastructures) and a growth in digitisation and data use. According to one report, 
there were 50% more cybersecurity attacks on corporate networks per week in 2021 compared to 2020.27 

Naturally, arming up cybersecurity in respect to data management across the entire business estate will now be a 
key priority for businesses. Knowing where your data is, who uses it, and how it is extracted and used across your 
business will be key to safeguarding against risk. In particular, businesses will want to pay attention to their network 
security, flexible encryptions across different infrastructures and devices, data classification, and identity and access 
management systems. Companies will need to find the right balance between promoting data adoption through 
flexible, easy-to-use data models that are accessible across the whole business, and implementing a zero-trust 
security model, with least privileges, in order to protect sensitive data and build data integrity.

HOW CAN HR HELP?

To support this movement, HR must understand the frictions that can exist between those who want to accelerate data 
for the future and those safeguarding existing data management. Investment in training, upskilling, and collaboration 
cross-departmentally will all alleviate this tension by ensuring that everyone is facing in the same direction. HR 
can also support this change by driving a culture of data adoption with a clear MVV (mission, vision, values), while 
ensuring that at an organisational level there are structures, filters, and governance measures in place to ensure 
that the right questions are asked before, and not after. HR’s role will be to influence rigorous data management 
practices from the top-down without dampening enthusiasm for the potential of data or limiting its opportunity. 
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https://www.pwc.com/gx/en/issues/data-and-analytics/artificial-intelligence/what-is-responsible-ai.html
https://www.forbes.com/sites/forbestechcouncil/2019/12/02/what-is-the-cost-of-a-data-breach/?sh=67bcdf2729e7
https://www.forbes.com/sites/chuckbrooks/2022/01/21/cybersecurity-in-2022--a-fresh-look-at-some-very-alarming-stats/?sh=3a6651626b61


JOINING THE TECHNOLOGICAL DOTS FOR THE FUTURE

Previous chapters have focused on the current and near-future state of data, but perhaps what is most exciting about 
the explosion of data at a business level is its ability to be paired with other next-generation technology. When we 
consider some of the most innovative and high-growth technology currently being developed – artificial intelligence 
and machine learning, robotic process automation, autonomous vehicles, and digital twin technology, IoT and edge 
computing, multi-cloud environments – we see how all of this loops into data. In this chapter, we’ll explore some of 
the future use cases for data-driven technology.

PREDICTIVE ANALYTICS AND AI

Data can tell us important stories about our past, but it can also tell us a lot about our future. Using a vast amount of 
historic internal and external data, Artificial Intelligence (AI) and Machine Learning (ML) can help us make predictions 
about what’s to come and recommend actions to prevent or support those forecasts. Predictive analytics – a subset 
of data analytics which uses sophisticated ML algorithms, data and analytics techniques, and statistical modelling to 
make accurate predictions about future events - can help us understand trends in consumer behaviour, inefficiencies 
in internal processes, and opportunities and challenges in the market. Crucially, it helps us learn from our mistakes 
and see new growth opportunities before they happen. 

The mutable nature of predictive analytics also means that algorithms can be adjusted in real-time to make more 
precise suggestions, and even though there will always be anomalies – COVID-19 being one – it’s still a powerful tool 
to have in any data arsenal. Naturally, predictive analytics relies on a significant amount of training data to improve 
accuracy, so improving data quality, range, and access in the ‘new normal’ is more important than ever. As we’ve 
seen in previous chapters, there are ongoing initiatives to lift dark data out of organisational siloes – and the ability 
to harness predictive analytics enterprise-wide is just one motivation. 

INTERNET OF THINGS AND 5G

The Internet of Things (IoT) is a network of interconnected devices that collects and exchanges information on how 
the devices are used and the environment they are in. IoT is increasingly being used by organisations to get closer to 
customers by understanding their behaviour on devices like mobile phones, tablets and at locations where sensors 
are installed (e.g. in stores), as well as to improve the customer journey through precise, personalised customer 
interactions based on previous data. Outside of B2C, companies are also using IoT to understand processes and 
recommend efficiencies – for example, IoT is useful in a logistics setting to understand needs for restocking, issues 
in the supply chain, and logistical challenges.   

It is estimated that by 2025 the Internet of Things (IoT) will be connected to 75 billion devices.28 These devices will 
produce a huge volume of data that can be crunched into meaningful analytics. At the same time, advances in edge 
computing - where computing is done at or near the source of the data (such as on your IoT device) – in combination 
with low-latency 5G will rapidly speed up this process, meaning frictionless data exchanges and enhanced user 
experience. 

5G in particular will be a huge catalyst for data-driven digital transformation. 5G will mean connections that are faster 
than ever before, thanks to barely-there latency, better connectivity, and reduced complexity. Business operations 
will reach new levels of efficiency, as processes are enthused with real-time data, enabling them to be increasingly 
automated. Meanwhile, communications delivered quickly and reliably will mean that critical decisions can be made 
in a fraction of a second.

5G and edge computing will deliver both speed and scale to the ways we process information, while IoT will widen the 
volume, variety, and velocity of data we receive – and in both instances, data is the central force for success. 

5G WILL MEAN CONNECTIONS THAT ARE FASTER THAN 
EVER BEFORE, THANKS TO BARELY-THERE LATENCY, 
BETTER CONNECTIVITY, AND REDUCED COMPLEXITY 
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Data will act as the catalyst for digital innovation, with the potential to completely transform how we do business. 
From data capture to curation, analytics to forecasting, data will thread throughout our business, unlocking new 
and interesting ways for us to work together. For HR, the goal will be supporting these trends by ensuring that the 
pathways to digital acceleration are not blocked. This includes creating an agile working environment where ideas 
really can come from anywhere, by building awareness of the power of data at C-suite, and by ensuring that CDOs 
are involved in strategic decisions such as identifying new growth markets or investing in consumer research. HR 
should also be mindful of how these trends intersect with business and people strategy – something which we’ll be 
exploring in the following sections. 

AUTOMATION, RPA, AND DIGITAL TWIN TECHNOLOGY
Having discussed predictive analytics, AI, and machine learning, 5G and IoT, we can now see how these technologies 
will tap into even newer innovations. With the support of data, this technology can be used in conjunction with digital 
twin technology, robotic process automation (RPA) and drone technology to help us automate processes quickly and 
with precision. 

Engineering provides us with some of the clearest examples of this in action. A network engineer working on a power 
grid might use IoT sensors and drone technology to accurately map conditions onsite. This could help build a digital 
twin (a digital version of a real-life object or process), with feedback data helping to simulate real-time conditions. 
Artificial intelligence can then interpret this data to make recommendations and identify performance issues before 
they happen – AI could be programmed to order new parts or recommend engineering work, to cut off or reroute 
faulty grids, or to optimise power supply by identifying peak demand. Better yet, 5G-enabled networks could ensure 
this all takes place almost instantaneously, significantly reducing the chance of outages, hazards, or disruption to 
networks.

HOW CAN HR HELP?
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FROM DATA CAPTURE TO CURATION, ANALYTICS TO 
FORECASTING, DATA WILL THREAD THROUGHOUT OUR 
BUSINESS, UNLOCKING NEW AND INTERESTING WAYS 
FOR US TO WORK TOGETHER 
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PART TWO: 
DATA AND 
PEOPLE
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DATA FOR HR: INSIGHT FROM 
ANNELISE SMITH, DIRECTOR OF 
MSP AND RPO AT LORIEN
Ask any business what their most valuable asset is, and 
they will inevitably say their people. Without the right 
talent in place, it can be incredibly hard to compete in 
fast-paced markets. But people are complex and, to the 
naked eye, seemingly unpredictable. For a long time, HR 
was viewed through the lens of the individual (looking 
after people, protecting their interests, and developing 
their careers). But as talent has become harder to find 
HR and Talent Acquisition functions have had to play a 
critical role in overarching business strategy, and this 
has often meant deep diving into data. After all, attracting, 
engaging, and retaining top talent means understanding 
both the bigger picture and the individual stories behind 
it.

If you have felt this demand first-hand as I have, it may 
not surprise you to hear that there has been a 242% 
increase in HR workers with data analysis skills in the 
last five years29 and HR is now the second most data-
driven department after finance.30 In fact, almost three 
quarters (73%) of talent leaders believe that people 
analytics will be a key priority for their business over the 
next five years.31

For me, this shift is a positive one. For the last ten years, 
I’ve championed a data-led culture in Lorien’s outsourced 
talent solutions because I believe you can learn a lot 
about your people strategy from numbers. Here are just 
a few examples of how data can help you:

• By pinpointing bottlenecks and hurdles in your 
processes. The pandemic led to a 23-year high in 
vacancy growth 32 and having a process that isn’t 
quick, slick, and engaging can lose you candidates. 
77% of senior-level candidates say they would be 
less likely to engage with or recommend a business 
with a poor process.33 Data can be used to unpick 
complicated candidate journeys and improve user 
experience. 

• By driving strategic initiatives, from building a 
business case to benchmarking expectations and 
tracking results. Inclusion and diversity has become 
a strategic priority for many businesses in recent 
years and is a great example of how data can shape 
results. For example, data can challenge unconscious 
bias, monitor how well you’re moving the dial with 
clear targets, and track where you’re hiring and 
losing people to. 

• By ensuring cultural alignment. Hiring people that 
live and breathe your values is important for ensuring 
employee satisfaction, aligned objectives, and future 
brand growth. Increasingly companies are moving 
away from technical tests that assess ‘hard skills’ and 
toward strengths-based testing or cognitive testing 
that better assess potential. I’ve seen some very 
interesting use-cases for data in identifying cultural 
fit, including gamified psychometric assessments 
that measure candidates based on core traits from 
top performers at the client – such as patience, 
resilience, curiosity etc. This shows us how we can 
use data as a predicator for success, improve social 
mobility and widen the talent pool for candidates in 
skill scarce markets. 

ASK ANY BUSINESS WHAT THEIR MOST VALUABLE 
ASSET IS, AND THEY WILL INEVITABLY SAY THEIR 
PEOPLE.  
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DATA IN HR AND TALENT ACQUISITION POST-PANDEMIC

The world has changed so dramatically since the pandemic that many businesses would be moored by their 
talent strategy without data. For example, recent ONS data shows that 85% of people now want a hybrid working 
arrangement.34 Any business concerned by talent retention will be using data like this to determine the way forward 
in the ‘new normal’.  

The pandemic also caused a monumental skill shift, as gaps in resources during furlough forced individuals to step 
into new roles and become more hybrid. Businesses that adopted agile ways of working pre-pandemic, for example, 
performed better and moved faster during COVID-19 than those that didn’t35  with agile telecom companies and banks 
moving twice as fast as their competitors at releasing new services responding to the crisis. Meanwhile, nearly a 
quarter of people (24%) used the pandemic to upskill in order to improve their employability (including nearly two 
thirds of HR professionals).36

The pandemic forced a shift in linear business structures, flattening out hierarchies and dissolving the barriers 
between departmental siloes. Today, greater skill democratisation offers more long-term security and agility to market 
changes – Gartner predicts that 58% of the workforce will need to be reskilled to perform their roles successfully.37 
As a result, we are seeing a move towards a leaner, more collaborative and more skill transient workforce. 

It will be down to HR and Talent Acquisition to draw out the data to support cultural and structural business changes 
like these in the future. 

CREATING A DATA-DRIVEN CULTURE

But first, HR and Talent Acquisition must lead the charge in creating a data-driven culture. Four in ten HR departments 
still rely on gut feeling and instinct over numbers, and just a little over a quarter are up to speed with the most up-
to-date data science techniques.38 One of the most common challenges I hear when I speak to first-generation RPO 
or MSP customers is lack of visibility. Without understanding exactly where we stand today, it’s almost impossible 
to plan for tomorrow.

Technology is our best friend for gathering data and bringing light to hidden processes. As well as the typical HR 
platforms like applicant tracking systems (ATS) and vendor management systems (VMS), there is a huge range of 
more niche workforce management technology that can give us greater control and transparency over how we hire, 
including tools for D&I, measuring cultural fit, and resource planning. There are even platforms that can provide you 
with raw, external data to bolster your internal information and strengthen your predictions about the wider market. 

A recent study from LinkedIn39 shows that many HR and Talent Acquisition leaders are already on their way to 
developing analytical capabilities. 68% of talent professionals are already using analytics to measure employee 
performance; 58% are using data for workforce planning; and 47% to help understand skills gaps. Meanwhile, some 
of the areas with the strongest appetite for growth over the next five years are to predict candidate success (28%), for 
competitive intelligence (27%), to improve retention by detecting flight risks (23%), and to identify skills gaps (23%). 

CONCLUSION

HR is one of the departments that stands the most to gain from good data practice. Data will help us understand the 
people we want to hire, as well as helping us retain the ones we already have. And because of this, it’s important that 
we’re all striving to create data-driven HR departments. In today’s fast-paced, hyper competitive market, the single 
biggest differentiator are the people in your business. We can shape or shake the direction of a company – as long 
as we know how to make the numbers talk. 
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WE ARE SEEING A MOVE TOWARDS A LEANER, 
MORE COLLABORATIVE AND MORE SKILL 
TRANSIENT WORKFORCE.
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THE TALENT CRUNCH
After almost two years of economic uncertainty, the floodgates have finally broken, and the  job market is again a 
hive of activity. Vacancies are increasing at their fastest rate in 23 years, with over one million vacancies recorded in 
the UK in the three months to August40 – the highest since ONS records began. Meanwhile, candidate availability is 
struggling to keep up, with availability falling at the sharpest rate in April since January.41

With such huge hiring demand across the wider economy, it’s perhaps unsurprising that the STEM sector would 
also be feeling the pressure. According to the same ONS report, the third highest industry for demand right now is 
‘scientific and technical professions’.42

COVID-19 served as a wake-up call on the role of digital, with companies leapfrogging as much as seven years of 
change to respond to the pandemic.43  As BAU resumes, businesses are cutting the red tape on IT projects placed on 
hold during the pandemic, hiring into new, cutting-edge projects and reinvigorating digital strategies. At the same 
time, the importance of digital has seen an explosion of new entrants onto the market - in 2020 a new tech business 
was created in the UK every half an hour.44

The consequence? A supply-demand imbalance like none we’ve seen before.

THE DIGITAL DIVIDE

In the technology market, we’re used to talking about skill shortages. In Tech Nation’s 2020 industry report45 UK 
tech employment was reported to have grown by 40% over the last two years, creating 2.93m jobs for the economy. 
Meanwhile, median digital tech salary was said to have increased by 4% between 2018 and 2019.46 The pandemic has 
sent demand into overdrive, making an already tough market to hire in even harder.

In May 2021, tech hiring hit a five-year high47 in the UK, with more than 100,000 jobs created in tech since the start 
of the pandemic48 (259% higher than other key European countries), while technology-related job postings in the US 
grew by 16% in Q2 2021.49

But perhaps most worryingly is that the talent shortage is escalating. Between an aging workforce and rising demand, 
it is becoming increasingly difficult to plug skills gaps, with LinkedIn estimating that roughly 150 million technology-
related roles will be added to the US market50 in the next five years. To add salt to the wound, as companies place 
more value on digital-first strategies, technology will naturally evolve, leaving an ever-widening skills gap. 

But businesses will need to mind the gap. According to McKinsey, the most successful businesses at responding to 
COVID-19 possessed a range of technology-related capabilities that others were missing.51 Of interest, is that the 
largest percentage difference between organisations that implemented COVID-19 responses effectively versus all 
others was the ability to fill tech talent gaps during the crisis. 
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AS COMPANIES PLACE MORE VALUE ON DIGITAL-
FIRST STRATEGIES, TECHNOLOGY WILL NATURALLY 
EVOLVE, LEAVING AN EVER-WIDENING SKILLS GAP.
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https://www.computing.co.uk/news/4027596/uk-tech-jobs-pandemic-unemployment
https://uk.pcmag.com/business-1/135636/tech-job-hiring-surged-in-the-second-quarter-of-2021
https://uk.pcmag.com/business-1/135636/tech-job-hiring-surged-in-the-second-quarter-of-2021
https://uk.pcmag.com/business-1/135636/tech-job-hiring-surged-in-the-second-quarter-of-2021
https://business.linkedin.com/talent-solutions/resources/talent-acquisition/jobs-on-the-rise-us
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DATA DEMAND

If you’re struggling to hire for data and analytics talent, know that you’re not alone. Recent research commissioned 
by the Department for Digital, Culture, Media and Sport52 (DCMS) found that nearly half (48%) of UK businesses were 
recruiting for data roles, with 46% struggling to find the right skills.

It’s not really that surprising. Research from the UK government suggests that there are as many as 234,000 roles 
requiring hard data skills currently being recruited for in the UK,53 but only 10,000 data scientists are coming through 
the ranks each year from higher education programmes.54 Even with the UK’s newly announced AI and data science 
upskilling programme 55 adding another 2,500 to the data community, there is still quite a significant shortage.

This level of competition is not likely to subside anytime soon. In 2021, Glassdoor ranked Data Scientist as the second 
best job in America,56 while LinkedIn’s 2021 ‘Jobs on the Rise’ paper reported a 35% average annual growth for data 
scientist and data engineer roles in the US in 2020,57 and a 40% growth in hiring for AI roles in the UK. Data analysis 
is also tipped as becoming the fastest growing digital skills cluster in the UK, growing by a third (33%) by 2026.58

As more industries, businesses and departments realise the potential of data, we are likely to see even more demand 
for data and analytics talent – and complementary salary hikes. 

CONCLUSION

If the tech market felt crowded in 2019, 2022 is going to feel positively claustrophobic. Demand is skyrocketing, 
talent is scarce, and the gap between those with talent and those without is startling. While this is true of the entire 
industry, few departments feel this pressure as much as those in data, analytics and AI. In the following chapters 
we’ll look at how you can attract top talent in tough markets.
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WHERE’S THE TALENT AND WHAT DOES IT WANT? INSIGHT FROM NATH 
BALLIN, DATA AND ANALYTICS PRACTICE DIRECTOR
We’re currently navigating through one of the most chaotic job markets in living memory. Two years of standstill has 
led to an explosion of job opportunities and technological evolution, but also to a wave of candidates with new ideas 
about what they want from their employers. Now, 41% the global workforce are thinking of resigning. As the data 
and analytics practice lead at Lorien, I speak with candidates and clients in the data market every day – and a large 
part of my role is acting as the translation layer on the market and how it’s operating. Here are my tips on hiring in 
this complex market.

MAKE A NAME FOR YOURSELF

In my experience, finding data talent is about connections. The community is small enough that people are quite tight-
knit, and meeting niche or passive talent is often about tapping into referral networks. Conferences and conventions 
are a great way to network, but if you don’t want to splurge on the price tag of some of the bigger data summits, you 
could also try attending local meetups, or even host your own events with industry speakers to draw in a crowd.
 
Reputation is everything and becoming known as an employer of choice (in terms of culture, purpose, or opportunity) 
can really differentiate you from your competitors. For this reason, it’s important to invest in your recruitment 
marketing and to take some time getting your EVP across and into networks – news travels fast. Working with 
market specialists is one way to get a head start by accessing pre-existing talent networks.

REPUTATION IS 
EVERYTHING AND 
BECOMING KNOWN 
AS AN EMPLOYER OF 
CHOICE (IN TERMS OF 
CULTURE, PURPOSE, 
OR OPPORTUNITY) CAN 
REALLY DIFFERENTIATE 
YOU FROM YOUR 
COMPETITORS.  

“
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TRY DIFFERENT ROUTES FOR TALENT 

As well as traditional routes for talent, such as social media and job boards, you might also want to try alternative 
forums like hackathons, peer review forums and even crowdsourcing platforms to engage with people who might not 
be immediately visible on more popular platforms. You could also try different sourcing models or offer internships 
and paid work experience to snap up the next generation of data talent.



MAKE SURE YOU’RE ASKING THE RIGHT 
QUESTIONS

It’s important to evaluate not only if you’re looking in the 
right places, but also if you’re looking for the right thing. 
Too often I see job specifications with a list of unrealistic 
requirements, be they excessive years of experience 
(we’ve all heard the joke about the role asking for 
more years of experience than the technology had in 
development), or a hybrid for a specialist role.  

Data talent is hard to find, and while I’m not suggesting 
anyone should lower the bar, I do think it’s important 
to interrogate requirements to unlock talent pools. For 
example, you may overestimate the experience level, 
pitting you head-to-head with companies on more mature 
data journeys. Instead, you could look for more basic 
data skills with the promise of putting the successful 
applicant through further training and development – a 
sure fire way to attract more applications.
You should also ensure that your attraction campaign 
is inclusive. Have you requested qualifications you don’t 
need? Prepare to cut your talent pool in half. Have you 
forgotten to mention that you offer flexible working or 
remote working? You’re missing out on not only the 
people that now want homeworking, but also on the 
people that might actually need it.  

WHAT DO CANDIDATES WANT?

Getting your opportunities in front of the right people is 
one thing, but how about getting them to convert? Before 
listing your roles, you should always benchmark CVs 
against the latest salary or rate data to stay competitive, 

But it’s not just about benefits. Many people today are also driven towards more meaningful work. In our 2020 series 
Tech Through Adversity66 we explored how the pandemic has influenced a culture of caring and the importance of 
a higher purpose. Meanwhile, recent research from CWJobs67 revealed that even though over two thirds of tech 
workers didn’t intend to stay at their current employer, job satisfaction was on the rise due to people taking on more 
responsibility (62%) and feeling their work was more meaningful (57%).

With such a crowded job market, the opportunities that stand out are the ones that promise something new – whether 
that’s cutting-edge technology, the chance to develop, or a business that’s taking a risk. 

All of these push and pull factors will influence the talent we get through our doors, as well as those we get to keep. 
My top tip for anyone hiring in this hypercompetitive environment is to know your market. Know what it wants, where 
it hangs out, and what it needs to hear. Make no mistake: this recruiting environment is harsh. But it’s not impossible.

THERE IS A REAL OPPORTUNITY HERE FOR 
BUSINESSES TO LEAD THE WAY WITH A 
CULTURE THAT IS BOTH COLLABORATIVE 
AND FLEXIBLE – A MAGNET FOR TALENT IN 
THE NEW NORMAL.  

“
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and always try and get a feel for the market and who 
is hiring (or losing talent) in your area. Advertisements 
with salary information on them attract 20% more 
applications, so it’s well worth doing your research.59 

With just 12.6% of global companies publishing their pay 
range for roles advertised within the last year,60 this is a 
significant opportunity to stand out. 

But it’s also important to go beyond salary to get to the 
heart of what candidates want. For example, we know 
that people are much more interested in flexible and 
hybrid working now, with 75% of people saying flexible 
working would increase the appeal of a role61 and 85% of 
people reporting hybrid as their first choice for working 
arrangements.62 In fact, recent research finds that jobs 
advertised as offering flexible working receive 30% more 
applications63 than their counterparts.

On the other hand, remote working has been a source 
of anxiety for many, with reports showing evidence of 
people feeling burnt out (home workers put in an average 
of six hours in unpaid overtime each week during the 
pandemic),64 struggling with their mental health, and 
feeling disconnected from company life. There is a real 
opportunity here for businesses to lead the way with a 
culture that is both collaborative and flexible – a magnet 
for talent in the new normal. 

We also know that certain benefits, like those related 
to healthcare, have grown in popularity. For example, 
in 2020 cycle-to-work schemes saw a 66% increase in 
orders and a 74% value increase.65 Likewise, protection 
schemes such as life insurance and income protection 
have also grown in importance for job hunters.

https://www.cwjobs.co.uk/recruiters/confidence-index-2021
https://www.totaljobs.com/recruiter-advice/user-guide-getting-the-most-from-your-job-ad
https://www.bbc.com/worklife/article/20210921-why-companies-dont-post-salaries-in-job-adverts
https://recruitmentbuzz.co.uk/flexible-working-makes-jobs-attractive-say-uk-employees/
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/articles/businessandindividualattitudestowardsthefutureofhomeworkinguk/apriltomay2021
https://www.gov.uk/government/news/government-says-in-the-interest-of-employers-and-employees-to-make-offer-of-flexible-working-standard
https://www.thetimes.co.uk/article/working-from-home-means-more-unpaid-overtime-ms3q86blb
https://employeebenefits.co.uk/employee-benefit-trends-during-and-after-covid-19/


HOW TO COMPETE FOR DIGITAL 
TALENT IN SCARCE SKILL 
INDUSTRIES. INSIGHT FROM 
DARREN TOPPING, DIRECTOR OF 
SOLUTIONS AND INSIGHT
The market for talent is fast, fierce, and fickle. Vacancies 
are increasing at the fastest rate they have done in 23 
years,68 while candidate availability is plummeting – 
falling in April 2021 at the sharpest rate since January.69 

Few markets feel this demand is intensely as the STEM 
sector, where almost 100,000 vacancies were recorded 
in the UK between June and August 2021.70 As more 
businesses ramp up their digital strategy in the wake of 
the pandemic, the gap between supply and demand is 
widening. But what can we do to get ahead of the curve 
now?

UPSKILLING, CROSS SKILLING AND 
APPRENTICESHIPS

The talent shortage has led many businesses to 
invest in the next generation of talent, either through 
graduate schemes, internships, work experience or 
apprenticeships. But this requires time, patience, and 
investment. Plus, the UK only produces an estimated 
10,000 data scientist graduates every year71 – not enough 
to feed the demand. 

ATTRACTION AND RETENTION

After almost two years of stalemate, candidates are finally looking over the parapet and considering their options for 
job hopping. In July, just under a third (31%) of people said they felt trapped in their role due to economic uncertainty 
and only 41% people felt satisfied at the end of their week.74 While it’s undoubtedly still a candidate-driven market, 
what this does mean is an opportunity for clients to scoop up top talent in flight. 

The ones that will be the most successful are the ones with a strong, clear, and visible Employer Value Proposition 
(EVP). In recent years, I’ve seen a surge of interest from clients for recruitment marketing support. With such a 
crowded market, getting your brand seen and heard can be really challenging and in-house marketing teams rarely 
have the resource to put into both talent acquisition and external brand promotion. As a result, many RPOs are now 
building recruitment marketing into their outsourcing solutions due to their direct contact with attractive talent pools 
and their ability to influence other candidate retention factors like consistency, simple processes, and candidate care.

THE ONES THAT WILL BE THE MOST SUCCESSFUL 
ARE THE ONES WITH A STRONG, CLEAR, AND 
VISIBLE EMPLOYER VALUE PROPOSITION (EVP).   
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There is another option.

The pandemic has seen a raw appetite for upskilling – 
24% of people have sought out training and upskilling 
opportunities in the last two years.72 And it’s also seen 
cross skilling – people moving between departments 
and skillsets to fill gaps and respond to change. In the 
UK, the apprenticeship levy can be used to offset training 
costs for new or existing workers, meanwhile businesses 
all over the world can take advantage of specialist tech 
academies and ‘coding camps’ that are geared towards 
upskilling people into future roles. This can be rolled into 
hiring campaigns (e.g. hiring the ‘right’ people and then 
enrolling them on training courses). In a twist of fate, 
strong learning and development is also a key motivator 
for job seekers, meaning the offer of free upskilling could 
even put you in a better place for attracting talent. 

Importantly, the evolving sophistication of data and 
analytics also means that for many businesses hiring a 
fully trained data scientist can be overkill. ‘Data citizens’ 
have sprung up in recent years, where employees use 
D&A tools to mimic the more basic functions of data 
scientists. A recent report showed that 70% of workers 
were interested in data skills training, but only half had 
received data skills training in the last two years.73 This 
is a huge opportunity.

https://home.kpmg/uk/en/home/media/press-releases/2021/05/kpmg-and-rec-uk-report-on-jobs.html
https://home.kpmg/uk/en/home/media/press-releases/2021/05/kpmg-and-rec-uk-report-on-jobs.html
https://www.bbc.co.uk/news/business-58543554
https://home.kpmg/uk/en/home/media/press-releases/2021/05/kpmg-and-rec-uk-report-on-jobs.html
https://www.gov.uk/government/publications/quantifying-the-uk-data-skills-gap/quantifying-the-uk-data-skills-gap-full-report
https://employeebenefits.co.uk/uk-employees-least-motivated-work-home/
https://www.forbes.com/sites/nigeldavies/2020/08/27/the-coronavirus-fueled-trend-for-learning-new-skills-is-more-than-fleeting/?sh=501073b21fab
https://www.gov.uk/government/publications/quantifying-the-uk-data-skills-gap/quantifying-the-uk-data-skills-gap-full-report
https://home.kpmg/uk/en/home/media/press-releases/2021/05/kpmg-and-rec-uk-report-on-jobs.html


EXPERIMENTING WITH YOUR SOURCE MIX

Today’s work styles are far less cut and dry than they 
were even a couple of decades ago. If you’re still relying 
on traditional permanent talent with contractors to fill 
the gaps, you could be missing out on not only great 
candidates, but also on more efficient processes. The most 
agile workforces are the ones that hire people according 
to need rather than convention. For example, you might 
want to complement your early talent programme with 
Employed Consultant models to strengthen your talent 
pipeline in multiple directions. Or you might carve out a 
separate Statement of Work project from your contingent 
workforce to prioritise critical projects. Another key 
market that is forgotten about is the internal one – internal 
moves are extremely valuable as existing staff inevitably 
hit the ground running and this is an opportunity to 
also counteract attrition. We focus on opening up the 
appropriate channel for hiring in our role triaging service 
which is inherent in our managed solutions.

The workforce today is far more fluid and individual 
motivations are nuanced. Take the effects of IR35 
for example, which according to one survey of 1,500 
contractors would see 17% moving permanent, 
25% moving abroad and 12% exiting the workforce 
altogether.75 Or consider how the pandemic will have 
influenced motivations – people today may well expect 
more flexibility in their working relationship which could 
mean an altogether different type of employee. 
Being flexible to different worker types and knowing 
different models will help you with structuring your 
workforce, improving efficiency, and attracting top talent 
in even the toughest spots. 

WORKING WITH A SPECIALIST

STEM skills are still amongst the toughest to hire for in 
the world. Luckily, there are companies that specialise 
in connecting businesses with top talent, no matter 
how niche the sector or competitive the skillset. As the 
Director of Solutions and Insight at a digital, technology 
and professional talent solutions specialist, the idea of 
specialism is naturally close to my heart. 

Specialism at scale means the ability to respond to market 
conditions and internal need without compromising 
on expertise. At Lorien, we offer exactly that – with 
dedicated, aligned experts by region for every vertical. 
The means that clients and hiring managers benefit from 
true expert-to-expert engagement, with dedicated people 
that speak their language, know their market, and have 
deep ties with the community. With full scalability – from 
one-off hires to enterprise RPO and MSP solutions – this 
provides the best of both worlds when it comes to digital 
transformation projects.

CONCLUSION

The market today is incredibly heated. Few companies 
are finding it easy to hire, particularly for digital talent. 
But your search shouldn’t feel frustrated. There are 
countless clever and creative ways to reach top talent 
– and many more than the key ones I’ve discussed here. 
If you would like to learn more about how to identify, 
attract and retain talent, you can find my contact details 
at the end of this whitepaper. 

IF YOU’RE STILL RELYING ON TRADITIONAL 
PERMANENT TALENT WITH CONTRACTORS TO 
FILL THE GAPS, YOU COULD BE MISSING OUT ON 
NOT ONLY GREAT CANDIDATES, BUT ALSO ON 
MORE EFFICIENT PROCESSES
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FINAL THOUGHTS AND TAKEAWAYS FOR 2022
Data has become an invaluable way for us to understand the world around us and to make predictions about what’s 
to come. But we’re still at the beginning of our journey. In 2018, Gartner estimated that 87% of businesses had a low 
analytics maturity. While today we might be more aware of the data at our disposal, we also facing an increasingly 
competitive climate and ever more sophisticated use cases. Data may well be the wedge that divides those that excel 
from those that decline into obscurity.

So what can we do to succeed in this data-hungry environment?

1. Invest in your digital maturity. Data is a catalyst for digital transformation, but it doesn’t exist in a vacuum. 
Creating a more agile infrastructure will enable data, AI and ML to reach further into your organisation and provide 
more meaningful insights in less time. In recent years there has been a shift towards faster, more fluid and iterative 
digital operations which support faster analytics. Getting ahead of this trend will mean your business can run in real-
time – a key differentiator in a VUCA (volatile, uncertain, complex, ambiguous) world. 

2. Build a data-driven culture. Even if you have the tools in place, you still need people to adopt them. Shifting to a 
data-driven culture may feel uncomfortable for people that aren’t used to backing up their ideas with numbers, but 
it’s vital for changing the way we look at problems. Training on how to use data, simplified tools, and incentives and 
initiatives to support data-led strategy will all nudge departments towards more data-uptake. It’s important to start 
small and to encourage employees to be curious and ask the right questions, such as testing a simple hypothesis or 
modelling different solutions to find a better outcome. With time and training, employees will feel more confident to 
experiment. 

3. Develop advocacy in the C-suite. Without user adoption, data initiatives will likely fail. C-suite has an important 
role to play in forcing any culture shift. Currently, only 30% of businesses tie D&A to corporate agendas,76  but there 
are tangible reasons for why they should. A business case demonstrating the value and relevance of D&A to business 
strategy may well influence senior-level advocacy and set in motion the steps for more data-led decisions.

4. Explore new tools and build new partnerships. Internal and external data are equally important for understanding 
the big picture. Cross-industry collaboration can help to plug gaps and contextualise findings. In healthcare, for 
example, data sharing between personal devices, private providers and healthcare bodies can support preventative 
healthcare by pulling insight from different sources into one place. Similarly, a goal for digitally mature business 
should be to break down siloes between departments to unlock small and wide data and find more nuanced patterns 
and trends. 

5. Seek out new talent models. Digital literacy is growing exponentially, but it’s not enough to feed the growing 
demand for data and analytics talent. Whether it’s upskilling existing employees, investing in data citizens, using 
apprenticeships, outsourcing to specialist D&A talent providers, or remodelling the workforce, businesses will need 
to assess whether they are fit-for-purpose for a data-led economy and adjust talent models accordingly.

HR will play a vital role in making all of this happen. Over the last eighteen months HR has been in a state of 
transition, both within the practice itself, and by making tough business decisions during a period of turbulence. 
HR has been elevated to more than just a cog in the corporate wheel – but as a true engine of strategy and critical 
business decisions. 

When we consider the influence of data in the fifth industrial revolution, we see how ultimately it comes back to 
people – the data we collect, protect, analyse, track, crunch, and the decisions we make from it. Data will guide our 
businesses and our workforces, our decisions as customers, clients, employees, and individuals.

Who better placed to sound the call to action and drive that strategy than the department that knows people best?  

TECH MAY POWER THE WORLD, BUT OUR TALENT POWERS THE TECH_ LORIENGLOBAL.COM

Invest in your 
digital maturity

Build a data-
driven culture 

Develop advocacy 
in the C-suite.  

Explore new tools & 
build new partnerships

Seek out new 
talent models

https://www.mckinsey.com/business-functions/mckinsey-analytics/our-insights/accelerating-analytics-to-navigate-covid-19-and-the-next-normal


ABOUT LORIEN
Lorien is a technology, digital and professional recruitment solutions specialist, 
with over 40 years’ industry experience. We combine specialist recruitment with 
the scope, depth and breadth of large-scale talent solutions. Driven by both 
clients and candidates, covering Europe and the US, we work with all sectors, 
sizes and tech needs. Our experience within a variety of sectors has given us 
a uniquely broad perspective – equipping us with the tools to create tailored 
solutions. This gives our clients the power to excel in tech and change, no matter 
their core discipline. 

At Lorien, we pride ourselves on being trusted consultants to both clients 
and talent alike. Because together we can create a brighter future. For more 
information visit www.lorienglobal.com.

Lorien is proud to be part of Impellam Group, the second largest staffing company 
in the UK and the seventh largest managed service provider worldwide.

REACH OUT TO US TODAY

Planning your data strategy? Reach out to Joanna Fagbadegun, Sales Director, 
at solutions@lorienglobal.com to find out how we can help you build your 
business – from creating a data-led culture to hiring niche data talent. 
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