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About the research
Deloitte invited leaders from the UK’s most influential companies and public sector 
bodies to participate in an online survey. Fifty-one executives responsible for digital 
technologies and ways of working from FTSE listed companies, large private companies 
and large UK public sector organisations participated in the survey. The combined market 
value of the 51 survey participants is £229 billion, which equates to approximately 9% of 
the UK quoted equity market. This information, which was collected between April and 
July 2017, has been analysed in aggregate and forms the basis of this publication. In some 
Figures, because of rounding, percentages may not add up to 100.

In this publication, references to Deloitte are references to Deloitte LLP, the UK affiliate of 
Deloitte NWE LLP, a member firm of Deloitte Touche Tohmatsu Limited.

To join our survey panel and to help shape future editions of the Index please contact 
ukdigitaltransformationatdeloitte@deloitte.co.uk



Foreword

The Index has been designed to help remove the hype 
around technology investment and also help senior 
executives uncover digital skills gaps. Organisations 
face major disruption to their markets, customers 
and workforces. Fundamental changes to business, 
talent and commercial models are being driven by new 
technologies and digital platforms. The pace of this 
change, and the accompanying disruption it creates, 
will only increase.

Digital is not just about technology. It is now pervasive 
in all forms of organisational transformation. While 
many organisations understand technology they 
still struggle to transform their business, talent and 
commercial models. 

No one doubts the importance of digital but few 
senior executives believe they have sufficient plans 
in place to exploit digital technologies and ways of 
working. Strategies are not coherent, investment levels 
are modest and the relevant skills are in short supply.

Digital can only be successfully exploited if it forms a 
key component of the board’s agenda. It cannot just 
be left to the Chief Digital Officer or Chief Information 
Officer to deliver the digital strategy. 

Organisations must create an environment that 
attracts and engages digital talent. However, based 
on our research, we believe organisations are 
underestimating the impact digital will have on their 
internal operations. Few have considered how digital 
will alter the way they interact with their employees 
and empower their workforce. This must change for 
digital transformation to be a success.

We hope you find the Digital Disruption Index useful 
and look forward to your feedback.

Welcome to the first edition of the Digital Disruption Index.  
The report builds on long running Deloitte research into innovation, 
digital transformation and the future of work. Over time the findings, 
combined with our existing insights, will create a detailed picture of the 
impact of digital across the largest and most influential UK companies 
and public sector bodies.

Paul Thompson
Partner, Digital Lead
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Executive summary
UK organisations are taking the expected 
transformational impact of digital very seriously, 
according to our survey’s findings. Twelve per cent 
of UK CEOs and 55 per cent of those reporting 
to the CEO have active responsibility for their 
organisation’s digital strategy. 
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Our findings show a clear gap between the expected 
impact of digital and the reality of how digital is being 
delivered. Only nine per cent of survey respondents 
believe that UK headquartered companies lead the 
way with the use of digital technologies and ways of 
working. Why is this the case?

Digital strategies lack coherence. Our survey  
found that 42 per cent of respondents do not believe 
they have a coherent digital strategy in place while 
48 per cent do not see it as central to their corporate 
strategy. Investment in digital technologies is modest 
compared to overall IT budgets. Organisations also 
face significant challenges in recruiting and retaining 
the skills needed to deliver digital strategies.

All senior executives have a responsibility to  
deliver digital transformation and understand its 
impact on their own functions. More importantly 
senior executives must create a link between 
themselves and more junior members of staff  
where deep knowledge and digital expertise  
often resides. 

CXOs must become digital leaders. This is not  
just about senior executives mastering knowledge  
of digital technologies. It is also about their ability  
to empathise with staff and their clients or  
customers about their experience and expectations 
of digital.

With UK activity slowing the environment for investment 
is challenging. The Deloitte CFO Survey Q3 2017 shows 
that expectations for business spending have softened 
significantly in the last two years. In the third quarter of 
2017 CFOs said they expected to reduce investment, 
hiring and discretionary spending over the next  
12 months. With cost control the top balance sheet 
priority, senior executives could find it difficult to 
make the case for investment in digital. 

Existing investment has largely focused on improving 
the customer experience. However, Deloitte believes 
that senior executivies also need to consider how 
digital can transform the supply chain and back-office.

Digital skills, at all levels, are in short supply and high 
demand. Sourcing, developing and retaining talent is a 
significant challenge even for the most digitally mature 
organisations. Senior executives do not believe that 
enough school leavers and graduates enter the labour 
market with the right mix of digital skills. In our view, 
digital represents a public policy issue which may 
require  changes to curriculums to meet the current 
and future demands of the UK’s digital economy.

To be successful organisations need to ensure their 
digital strategy is integral to their corporate strategy 
and not narrowly focused on technology. The strategy 
must have a level of investment that reflects the 
organisation’s digital ambition and a direct link to  
their talent plan.

42
per cent of 
respondents do not 
believe they have 
a coherent digital 
strategy in place.
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12% 55%
 of respondents 
say the CEO is 

responsible for 
digital strategy

say a direct 
report of
the CEO is 

responsible

Only

9%
believe UK 
companies

lead the
way with

digital

Creating unique customer 
experiences and enabling 

innovation across the organisation 
identified by CXOs as where digital 

will have the biggest impact

Functional 
ownership

is mixed

UK companies are taking 
digital disruption very 
seriously with C-suite 
ownership for digital
technologies and
ways of working

Almost three 
quarters of 

respondents have 
established new 

relationships/
suppliers to deliver 

their strategy
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Digital must be more 
than just customer 
experience
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Senior executives overwhelmingly expect that digital 
technologies will change how they engage with their 
customers or clients, and how they develop their 
products and services. Fewer currently expect digital 
technologies to impact their supply chain or back 
office significantly. 

Deloitte believes that UK organisations are 
underestimating the impact that digital will have 
on supply chains and back-office functions. End-to-
end digital transformation does not stop with the 
customer experience. Using the finance function as 
an example, digital not only provides a significant 
opportunity to create operational efficiencies, it also 
affords greater insights to aid decision-making in the 
wider business. Ignoring these opportunities risks 
undermining the benefits that digital can deliver to the 
customer experience especially if the finance function 
is unable to deliver real-time insights.

Figure 1. Expected impact of digital technologies on organisations 
(select all that apply)

 How we engage with our customers
and/or clients

 How we develop our products and services

 How our supply chain operates

 How our back-office operates

 How we engage with our workforce

 How we collaborate across borders

 Don’t know

85%

69%

38%

38%

31%

23%

8%

End-to-end digital 
transformation 
does not stop 
with the customer 
experience.
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Lack of foresight 
about the future  
of work
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When asked about digital strategy more broadly 
than just technology, survey respondents again cite 
engaging with customers as where digital will generate 
the biggest change. Eighty-five per cent of senior 
executives believe that digital will have the biggest 
impact in creating unique customer experiences,  
see Figure 2. 

Less than a third of respondents view empowering 
employees or reducing cost as areas of strategic 
change brought on by digital and only ten per cent 
cite reducing risk. Considering the digital talent 
shortages that most organisations are experiencing 
it is surprising that only 29 per cent of CXOs expect 
digital technologies and ways of working to empower 
and enable their employees. Deloitte believes that 
digital disruption is a people challenge as much as it is 
a technology or customer experience opportunity. 

Demographic changes are altering the make-up of 
the UK’s workforce. Increasingly both organisations 
and workers have access to global talent markets. 
These two changes, when combined with the 
transformational potential of digital technologies,  
will have a profound effect on how people work 
and what the UK’s workforce looks like in the near 
future.1 For less than a third of UK CXOs to identify 
empowering and enabling employees as being in 
the top three areas that digital will impact their 
organisational strategy highlights a lack of foresight 
about the future of work.

Figure 2. Expected impact of digital technology and ways of working on organisational strategy  
(Top three ranked)

Creating unique 
customer

experiences

Enabling 
innovation
across our

organisation

Empowering 
and enabling

our employees

Reducing
our costs

Creating cultural
change across

our organisation

Delivering
actionable

insights

Reducing
our exposure

to risk

84%

48%

29% 29%
23%

19%

10%
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Find the right mix 
of digital delivery 
partners
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To deliver their digital strategies organisations are 
looking to establish new relationships with non-
traditional partners and suppliers such as incubators, 
the crowd and start-ups. At the same time senior 
executives are strengthening and revising their 
existing partnerships, see Figure 3.

Agree

Neither Agree nor Disagree

Disagree

 Don’t know

We have strengthened or revised existing
partnerships and supplier base

We have established new relationships 
with non-traditional partners and suppliers

67%

61%

21%

27%

9%

9%

3%

3%

Figure 3. Methods for delivering digital strategy

To do list Your strategy 
for exploiting digital 
technologies and ways 
of working
Link your digital strategy to your overall 
business objectives

 • Ensure your digital strategy is central to your 
corporate strategy by identifying where the 
opportunities for the greatest organisational 
impact exist. Don’t limit your digital strategy  
to just technology

 • Think about your biggest organisational 
challenges and how digital (both technologies 
and ways of working) can drive innovation. 
Then experiment by running pilots to  
establish proof of concept.
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Investment in IoT  
and AI set to surge
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Over half of survey respondents expect to invest 
more than £10 million in digital technologies and 
ways of working by 2020. This year, 30 per cent 
of UK organisations will invest more than £10 
million. However, when compared with corporate IT 
budgets this represents a rather modest amount of 
investment. The majority of IT functions have budgets 
of over £20 million while a quarter of corporate IT 
functions spend more than £75 million annually.2

UK companies have already made substantial 
investments in Cloud, data analytics and cyber-
security. These are now market-established digital 
technologies and ways of working. They have already 
disrupted most organisations. Over three-quarters of 
surveyed companies have invested in cyber-security 
and Cloud, while two-thirds have already invested 
in data analytics. In contrast, less than half of the 

CXOs surveyed have already invested in the Internet 
of Things (IoT) and less than a quarter have already 
invested in Artificial Intelligence (AI).

By 2020, 85 per cent of CXOs plan to invest in the  
IoT. Likewise with AI, by 2020 85 percent of CXOs 
expect to invest. Robotic Process Automation 
(RPA), wearables, augmented and virtual reality 
and biometrics will all see a significant increase in 
investment over the next three years. Seventy-three 
per cent of CXOs say they will have invested in RPA,  
62 per cent in wearables and 54 per cent in 
biometrics. Commercial UAVs, autonomous vehicles 
and 3D printing will remain relatively niche with lower 
levels of investment planned. This is not surprising 
considering that their exploitation is only currently 
expected to benefit specific industries such as mining 
and manufacturing.

Figure 4. Planned investment in digital technologies and ways of working

Not sure Less than £2 m £2 m to £5 m £5 m to £10 m More than £10 m

10%
13%

17%

7%

23% 23%
20%

53%

30%

3%

 Plan to invest in 2017

 Plan to invest by 2020

Figure 5. Actual and expected investment in digital technologies

Cyber-security

Cloud

Data analytics

Internet of Things

Robotic process automation

Wearables

3D printing

Augmented and virtual reality

Artificial Intelligence

Biometrics

Commercial UAVs

Autonomous vehicles

Blockchain

Not sure Never Plan to invest by 2020 Plan to invest in 2017 Already invested

6% 3% 13% 78%

13% 3% 6% 78%

9% 3% 19% 69%

16% 31% 13% 41%

38% 22% 6% 34%

16% 38% 25% 22%

19% 9% 19% 16% 38%

25% 38% 6% 3% 28%

31% 6% 28% 13% 22%

34% 13% 19% 16% 19%

41% 28% 16% 3% 13%

44% 31% 9% 6% 9%

47% 9% 31% 3% 9%
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 digital tech 
and ways of 

working

say they 
will invest 

over 

have already 
invested in
Cloud

have already 
invested in AI 

22%
Only

but 85% will 
invest by... 

2020

By

53%

£10MILLION
in

UK companies have made 
substantial investment in market 
established digital technologies
and ways of working such as Cloud, 
data analytics and cyber security
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Flood of new  
data to create 
opportunities  
for AI
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Seventy-three per cent of European households 
currently have access to a connected device.3 By 2025 
the total number of connected devices – consumer, 
commercial and industrial – is expected to treble to  
70 billion.4 This explosive growth in the IoT – the 
practice of capturing, analysing and acting on data 
generated by networked objects and machines – will 
see further growth in the already significant volume 
of data available for analysis. The majority of data 
created by IoT devices will be dark – unstructured 
data, largely text-based but also including video 
and audio files as well as still images.5 It is difficult to 
estimate the amount of unstructured data existing 
today or in the future. However, the availability of 
a wider array of data sources presents significant 
opportunities for the advancement of AI. 

CXOs expect AI and data analytics to have the biggest 
impact on their organisations in the future. This is not 
surprising as the two are interlinked. Data has become 
a critical business asset and AI, technologies that are 
capable of performing tasks that typically require 
human intelligence, is an increasingly important tool  
in its analysis.6

Seventy-seven per cent of CXOs expect AI to disrupt 
their industries. However, investment in AI remains 
modest with only 22 per cent of survey respondents 
having already invested in it. By 2020 a further 63 per 
cent of CXOs plan on investing in AI. Of those that 
have invested, only a third expect to spend more than 
£1 million in 2017. This suggests that organisations are 
currently undertaking proof of concept pilots rather 
than larger scale deployments.

Figure 6. Technologies expected to have greatest impact on an organisation

 Artificial Intelligence

Data analytics

Robotic process automation

3D printing

Internet of Things

Cloud

Augmented and virtual reality

Biometrics

28%

25%

13%

9%

9%

6%

6%

3%
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Digital technology
implementation assessment
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When asked how AI will impact the day-to-day 
activities of their organisations CXOs are split. 
Just over a third believe it will be used to augment 
expertise with a focus on improving human decision-
making, while just under a third of respondents  
expect AI to replace both simple and complex  
human roles and tasks, see Figure 7. 

Just under half of CXOs we surveyed expect their 
workforce to get smaller as they adopt AI, while  
23 per cent expect it to stay the same size. None of 
our survey respondents believe their workforces will 
increase in size as a result of implementing AI. 

Deloitte’s view is that human and machine intelligence 
complement each other and that AI should not  
simply be seen as a substitute. Humans working  
with AI will achieve better outcomes than AI alone.  
To take full advantage of AI, organisations need first to 
understand how the two interact rather than focusing 
on individual human and AI capabilities.7 

Figure 7. Impact of Artificial Intelligence on day-to-day activities

Augment expertise, e.g. software
that processes data and extracts

conclusions to improve human
decision-making

Replace simple and complex human
roles and tasks, e.g. both rules-based

and judgement-based

Productivity improvements, e.g.
virtual assistants to help workers

perform tasks more effectively

Replace simple human roles and
tasks, e.g. rules-based activities

Don’t know

38%

31%

15%

8%

8%

38
per cent expect  
AI to augment 
human expertise.
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Figure 8. Expected use of Artificial Intelligence in the workplace  
(top three selected)

 Automate judgement-based
processes

 Predictive and prescriptive analytics

 Automate manual processes

 Interact with clients or customers

 Analysis of large and unstructured
data sets

 Interpret human behaviour

Don't know

62%

54%

54%

46%

38%

23%

8%

UK CXOs expect AI to be used to automate judgement-
based processes, undertake predictive and 
prescriptive analytics, as well as automate manual 
processes. It is surprising that only 46 per cent of 
respondents expect AI to be used for interacting with 
clients or customers. Chatbots are increasingly used 
to interact with customers in natural language. While 
such types of chatbot applications use AI, customers 
and organisations may not realise it.

62
per cent of 
respondents 
expect AI to 
automate 
judgement-based 
processes.
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UK companies expect Artificial Intelligence 
to process data and extract 
conclusions to improve and 
complement human 
decision-making

of CXOs say their workforce will
be smaller and more focused

on technical specialisms

of CXOs say it will 
replace human activity

The focus is on 
augmenting

Only

8%
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To do list Artificial 
Intelligence
Assess AI opportunities

 • Think big – use AI as a tool to address your most 
significant strategic challenges.

 • Start small – experiment, test and iterate.

 • Estimate the benefits of AI on a task-by-task basis 
and select pilots for proof of concept.

 • Don’t take what is done today and copy it – think 
about the outcome you want to achieve.

 • Think beyond cost savings – identify where AI will 
provide faster decision-making and improved 
productivity.

 • Consider how AI can be used in combination 
with RPA and how they can combine as Robotic 
Cognitive Automation.

 • Don’t think about work as processes; instead 
break work down into tasks – implementing AI is 
not about automating a specific process but rather 
about creating a bridge between human and 
machine intelligence.

Determine how you will deliver AI

 • Decide the operating model you want to use. 
For example, will you set-up an AI capability 
within your own organisation or seek external 
partnerships and other relationships?

 • Establish AI governance and ensure IT supports 
your vision for AI.

 • Identify the implications for your human 
workforce and the need for them to collaborate 
with technology to ensure all the complementary 
benefits are realised.

 • Plan for industrialisation so that AI can spin-up 
quickly.
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Digital skills are  
in short supply  
and high demand 
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Sixty-two per cent of survey respondents say that 
their talent pool does not have sufficient capability 
to deliver their digital strategy. Why is this? There are 
clearly issues with both recruiting and retaining talent. 
When specifically asked about recruiting the right 
digital skills three-quarters of CXOs stated they faced 
challenges. Moreover, over half of senior executives 
say their organisation’s learning and development 
(L&D) curriculum does not support their digital 
strategy.

UK CXOs are clear about which skills are most 
important in successfully delivering their digital 
strategy. Cognitive abilities such as creativity and 
problem-solving are seen as key, see Figure 9.

Senior executives are also clear about which roles are 
most important in successfully delivering their digital 
strategy. Data scientists and analysts are seen as vital. 
It is highly likely that this is a result of the investment 
already made by many organisations into data 
analytics and future investment in AI.

Figure 9. Most important skills for a successful digital strategy   
(top three selected)

Figure 10. Most important roles for a successful digital strategy   
(top three selected)

 Cognitive abilities, e.g. creativity and problem solving

 Complex problem-solving skills, e.g. capacity to solve
ill-defined problems

 Social skills, e.g. emotional intelligence and
service orientation

 Process skills, e.g. active listening and critical thinking

 Technical skills, e.g. programming and user
experience design

 System skills, e.g. decision-making and systems analysis

 Resource management skills, e.g. people management
and financial management

72%

45%

45%

41%

38%

31%

21%

 Data scientists and analysts

 Product and programme managers

 User experience

 Customer experience

 Digital strategists

 Innovation and research & development

 Digital marketers

 Web designers and developers

 Cyber-security

 Coders

 Content managers

Other

55%

38%

34%

34%

28%

28%

21%

17%

17%

10%

10%

7%
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of CXOs say their talent pool 
does not have sufficient 

capability to deliver their 
digital strategy

face challenges 
recruiting the 
right digital skills

say their organisation 
does not provide them
and other leaders with 

resources to develop their 
own digital skills

of CXOs believe UK school leavers and 
graduates have the right digital skills

45%

Three-quarters

81%
believe they need to 
change the way they 

engage with their 
workforce as they adopt 

digital technologies
and ways of

working

62%

UK companies face significant talent 
challenges when planning and implementing 
their digital strategies

Only
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Data scientists  
most difficult to  
find and keep 
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Unfortunately for executives responsible for the digital 
transformation at their organisations, data scientists 
and analysts are also the most difficult roles to recruit 
and retain. Digital strategist roles are perceived to be 
more difficult to recruit than to retain. In contrast, web 
designers and developers, coders, and innovation and 
research and development roles are seen as being 
more difficult to retain than recruit, see Figure 11.

CXOs’ views on which skills are the most difficult to 
recruit and retain are relatively consistent. Technical 
skills such as programming and user experience design 
are seen as both the most difficult to recruit and the 
most difficult to retain. Similarly cognitive abilities such 
as creativity and problem-solving are ranked as being 
the second most difficult set of skills to retain and the 
third most difficult set of skills to recruit.

Figure 11. Most difficult digital roles to retain and recruit  
(top three selected)

 Data scientists and analysts

 Digital strategists

 Web designers and developers

 User experience

 Product and programme managers

 Cyber-security

 Coders

 Customer experience

 Innovation and research & development

 Digital marketers

Other

63%
59%

50%
41%

31%
41%

31%
27%

25%
23%

25%
23%

25%
23%

19%
18%

13%
18%

6%
18%

6%
9%

Retain
Recruit
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Why are digital skills in such short supply? Only 20 
per cent of UK CXOs believe there are enough school 
leavers and graduates entering the labour market 
with the appropriate digital skills and experience. 
This suggests that there are public policy questions 
that need addressing and that current school, higher 
education and further education curriculums are not 
meeting the demands of the UK’s digital economy.

Organisations are responsible for training and coaching 
their own staff. Unfortunately, over half of senior 
executives surveyed say that their organisation’s L&D 
curriculum does not support their digital strategy. 
Forty-five per cent say that their organisation does not 
provide them and other leaders with the resources 
needed to develop their own digital skills. Rapid and 
disruptive change is not new and Human Resources 
departments are constantly evolving to meet the 
emerging talent needs of their organisations. New 
learning models are required to address this and 
digital leaders must influence their organisation’s HR 
departments. If the strategy for digital technology and 
ways of working is central to an organisation’s overall 
strategy, then this must be reflected in all the support 
functions.

There is a recognition among CXOs that the way they 
engage with their workforce must change. Eighty-one 
per cent of our survey respondents believe that to 
ensure successful adoption of digital technologies 
and ways of working they must change the way they 
communicate with their employees. 

Organisations need to create learning environments 
that allow non-IT workers to become technology 
fluent. This is not a one-off mastering of a particular 
set of knowledge but continuous learning. Becoming 
technology fluent helps individual workers understand 
the current and future impact of digital and the 
disruptive potential it has on markets, their customers, 
colleagues and importantly on their own work.8

Table 12. Most difficult digital skills to retain and recruit

Rank Most difficult skills to retain Most difficult skills to recruit

1
Technical skills, e.g. programming and user 
experience design

Technical skills, e.g. programming and user 
experience design

2
Cognitive abilities, e.g. creativity and problem 
solving

Complex problem-solving skills, e.g. capacity to solve 
ill-defined problems

3
System skills, e.g. decision-making and systems 
analysis

Cognitive abilities, e.g. creativity and problem solving

4
Complex problem solving skills, e.g. capacity to 
solve ill-defined problems

System skills, e.g. decision making and systems 
analysis

5
Social skills, e.g. emotional intelligence and 
service orientation

Social skills, e.g. emotional intelligence and service 
orientation

6
Content skills, e.g. ICT literacy and written 
expression

Content skills, e.g. ICT literacy and written expression

7
Process skills, e.g. active listening and critical 
thinking

Process skills, e.g. active listening and critical thinking

8
Resource management skills, e.g. people 
management and financial management

Resource management skills, e.g. people 
management and financial management
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Cognitive
abilities
such as creativity
and problem solving
are seen by CXOs as
the most important for 
successfully delivering
their digital strategy

Data scientists and analysts
are seen by CXOs as the most important

roles for successfully delivering
their digital strategy

OVER HALF of CXOs
say their organisation’s 

learning and development 
curriculum does not
support their digital

strategy

UK companies identify cognitive 
abilities and data scientists as the key 
skills and roles needed to implement 
their digital strategy
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Top three most difficult 
skills to recruit
Technical skills such as programming
and user experience design

Complex problem solving skills such as 
the capacity to solve ill-defined problems

Cognitive abilities such as creativity
and problem solving

Top three
most difficult
roles to recruit

Top three
most difficult

roles to retain

Top three most difficult 
skills to retain

Technical skills such as programming 
and user experience design

Cognitive abilities such as
creativity and problem solving

System skills such as decision
making and systems analysis

Data scientists
and analysts

Digital
strategists

Web designers
and developers

1 Data scientists
and analysts1

2

3 Coders3

Web designers
and developers2

Digital talent gaps
identified by UK CXOs

UK companies know where their digital 
skill gaps exist and which roles they 
struggle to recruit and retain
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To do list Digital skills
Create a talent plan

 • Your talent plan should link directly to your digital 
strategy. Determine the outcomes that you 
require from your digital strategy and how you will 
measure them.

 • The digital strategy should impact who you recruit, 
what skills you develop, how you develop them 
and your approach to managing and developing 
your workforce.

Create a digital talent brand

 • The scarcity of digital talent and the difficultly 
in recruiting the right skills and roles mean that 
organisations must create a compelling employee 
brand.

 • Building your digital talent brand starts with your 
recruitment process. Utilise social media and 
gamify your recruitment process.

 • Consider siting your digital centre of excellence 
where there are richer sources of top digital talent.

Utilise your existing talent pool

 • Don’t assume your existing workforce can’t 
transition to digital.

 • Identify digital capability gaps across your 
organisation and prioritise areas where capability 
should be built, borrowed or bought.

 • All roles, even non-IT roles, should be technology 
fluent.

 • Offer training and coaching through a variety of 
multimedia channels and allow your employees to 
take ownership in identifying their training needs.

 • Don’t just build technical skills but focus on how 
employees can adapt and develop new ways of 
working.

Use data analytics to plan for better retention

 • Use data to plan ahead and to predict when 
people are likely to leave and why. Use the findings 
to make your workplace appealing to the right 
digital talent at the right times.

 • Engage with your alumni and use this network as 
a source of potential candidates for digital roles in 
the future.
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