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The world is changing, and as 
it digitalises professionals must 
digitalise too. 

Technology presents new ways to 
increase efficiency, automate processes, 
and provide ever-more accurate 
and instantly accessible data, and 
employers need a workforce that can 
make the most of this technology.

Research from the CBI shows that over 
two thirds of UK companies (67%) have 
unfilled digital vacancies, possibly 
because nearly half of them (46%) are 
recruiting from the same external talent 
pool, which is nowhere near large enough 
to plug the UK’s skills gap.1

Employers can use four methods to fill  
a skills gap:

At BPP, we have taken time to examine 
this skills shortage. We have conducted 
a research review to identify the 
key training trends and future skills 
employers should be thinking about, 
drawing on:

•	 160+ research reports and articles 
collected from industry experts  
and commentators 

•	 Economic data and apprenticeship 
start data from the UK government

•	 Machine learning analysis of  
UK skills in 41 million job ads, 
conducted by Nesta

•	 Skills and capabilities data  
from the UK’s apprenticeships  
standards database

•	 The expertise of programme 
design specialists, learning and 
development specialists, and 
academic staff from across BPP

The world is changing, and so are our skills

1CBI/TCS: Delivering Skills for the New Economy
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user-friends

Developing skills internally, 
perhaps through an early 
talent programme that 
builds a ‘talent pipeline’ or  
a company-wide 
programme of training

Buying skills by hiring 
new staff who are already 
equipped with those 
capabilities

Borrowing skills by 
outsourcing tasks to  
third parties

Automating the task, 
thereby using a bot’s skills 
instead of a human’s skills In today’s increasingly 

competitive and 
constantly changing 
world, it’s your people 
that will keep you ahead. 
Your talent is an asset 
with limitless potential, 
and harnessing it is the 
key to future growth.

Graham Gaddes
CEO, BPP Education Group

Over two thirds of UK companies  
have unfilled digital vacancies

https://www.cbi.org.uk/media-centre/articles/two-thirds-of-firms-cannot-fill-digital-roles/
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Central functions manage the flow of 
data across an organisation, and they 
utilise that data to make informed, 
effective, decisions about the running 
of a company. That means that central 
function roles can be enhanced –  
and, ultimately, transformed –  
by digitalisation and automation. 

Automation is encroaching upon 
elements of almost every role in almost 
every industry, speeding up the time 
it takes a person to perform tasks or, 
in some cases, taking that task out of 
human hands entirely. As digitalisation 
and advanced analytics increase the 
speed at which data can be analysed 
and the volume of data that can be 
handled, a single professional’s output 
multiplies every year. 

Central functions are no exception:  
in HR, people analytics and the 
automatic analysis of people data can 
improve the way employees are managed 
and take some of the guesswork out of 
succession planning. In accounting and 
internal audit, professionals can make 
use of the latest advances in financial 
analysis and reporting. Marketing is 
moving away from traditionally working 
through the conventional “marketing mix” 
and towards making decisions based on 
insights obtained from huge volumes of 
customer – and business – data in an 
adaptable, agile way.

Where will these developments lead? 
In the future, how much time will 
employees dedicate to the “human” 
skills that machines can’t replicate, like 
communication and empathy? One day, 
will all central function roles become a 
matter of data analytics and reporting, 
with little practical distinction between 
the skillsets required for handling 
accounting, HR, or marketing data?

In the long term, perhaps 20 or 30 years 
from now, nobody knows how central 
function roles will evolve.

In the short term, there are  
some certainties:

Data analytics will become essential 
for every central function role, while 
digital leadership will be required for 
all managers. Cyber security, risk 
management, and compliance will be 
even more important as businesses 
become increasingly digital.

According to our research, there are four 
training areas that must be a priority for 
any employer:

1. Data and analytics

2. Digital leadership and digital skills

3. Cyber security and financial crime

4. Governance, risk, and compliance

Future skills in central functions
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We’ve reviewed the latest research to 
identify how skills are developing in the 
job families you would commonly find in 
central functions. 

Finance (Accounting and Internal Audit)

Accountancy is changing rapidly: 
with new data analytic capabilities, 
automation taking over many routine 
tasks, machine learning augmenting 
decision-making, and blockchain 
promising to streamline bookkeeping, 
the skillset of the accountant will need 
to evolve. 

As emerging technology changes the 
profession, research suggests that 
accountants of the future will need 
stronger capability in three key areas: 
digital technical skills, communication 
and soft skills, and helping to direct an 
organisation’s strategy. 

Accountants will need to know the 
principles of two technologies that are 
transforming the way accounting works: 
machine learning and blockchain. 

Machine learning is a specific type 
of artificial intelligence (A.I.) where 
computer systems use algorithms to 
improve their performance over time by 
identifying patterns in data. Machine 
learning is suited to automating 
repetitive tasks and analysing huge 
quantities of data. 

Because machine learning can swiftly 
identify anomalies or unusual patterns 
in exceptionally large datasets, it has 
the potential to transform audit: senior 
leaders at PwC have suggested that in 
the future auditors will be able to review 
almost 100% of transactions, with a 
machine algorithmically identifying the 
outliers that need to be investigated by 
an accountant. 

Blockchain is a method of recording 
financial transactions. Blockchain uses 
a “distributed ledger” where multiple 
devices store multiple copies of a 
cryptographically secured ledger. 

When blockchain systems become 
commonplace, work relating 
to provenance assurance and 
reconciliations will become 
unnecessary, as will any audit tasks 
that relate to verifying transactions. As a 
consequence, the work of an accountant 
will have a different focus: less time will 
be spent on historic transactions and 
more time will be spent working with 
financial reporting in real-time. 

Emerging technologies are likely to 
affect accountants more than many 
other professionals: machine learning 
and blockchain, specifically, will be 
able to take over many of the technical 
tasks of accounting. The skillset of 
accountants will need to change 
accordingly, with an increased focus 
on communication and soft skills and a 
focus on how to use accounting data to 
inform organisational strategy.

Job family trends
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HR

For HR professionals, the conversation 
about technological change focuses on 
people analytics. 

People analytics can be used to help 
HR professionals make evidence-
based decisions. The application of 
analytical and predictive techniques 
to HR data could be used to enhance 
recruitment processes (helping to more 
accurately select the right talent by 
predicting performance) or to increase 
the automation of HR solutions to make 
processes more streamlined both for the 
HR professional and for the employee. 

While the use of advanced people 
analytics has the potential to transform 
the role of the HR professional, a 
minority of organisations are currently 
investing in people analytics, but if 
they do then the skillset of the HR 
professional will have to shift to match.

•	 But only 40% of HR leaders said they 
have a digital workplan in place at the 
HR level

•	 Most HR executives — 70% — recognise 
the need for workforce transformation

•	 Yet only 37% — feel “very confident” 
about HR’s ability to transform via key 
capabilities like analytics and A.I.

•	 Some employers are planning investment 
in HR analytics, including: predictive 
analytics (60%) enhanced process 
automation (53%) and A.I. (47%) 

If HR functions are to take advantage 
of the improved efficiency, processes, 
and insights that people analytics can 
deliver, there will need to be investment 
in the systems to collect and manage 
improved organisational data and an 
investment in the technical skills of HR 
professionals themselves.

In-house Legal

The future in-house lawyer will need 
additional skills in the following areas:

1. Digital proficiency and data skills

2. Project management skills

3. Governance, risk and compliance

4. Interpersonal, communication and 
soft skills

According to PwC, “100% of Top 10 and 
40% of Top 11-25 firms view technology 
as the key challenge facing the legal 
sector over the next 2 years.” 

As predictive analytics, A.I. and machine 
learning are used to increase the speed, 
efficiency, and completeness with 
which lawyers can perform routine 
work (document automation, document 
review, due diligence and compliance 
tasks), lawyers will need to understand 
how these technologies work and how 
they can be used.

The future lawyer will need superior 
project management skills. Legal 
process analysis is related to project 
management skills, and many 
commentators predicts that legal 
process analysis will become essential, 
breaking down the process of all legal 
work and identifying ways to improve 
workflow and increase efficiencies. In 
some cases, technology is the answer to 
increasing efficiency, so the work of legal 
process analysis and the application of 
technology go hand in hand.

Future lawyers will need a deeper 
knowledge of legal risk and compliance 
issues, a working knowledge of the 
relationships between risk and emerging 
technology, and an understanding of 
the way data techniques can be used in 
a risk management context.

Risk and compliance moves in response 
to technological advances: new 
technology leads to new risks that need 
to be managed. The lawyer of the future 
will need to be familiar with technology 
in order to advise their businesses on 
how to handle these emerging risks.

As automation and increased efficiency 
and frees future lawyers from repetitive 
tasks, they will be able to dedicate more 
time to client care and collaboration.
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Marketing

Marketing, perhaps more than most other 
departments, has experienced a dramatic 
digital shift over the last decade. 

Because the premise of marketing is 
to reach consumers, and therefore to 
position themselves in the centre of 
a consumer’s line of sight, marketing 
techniques digitalise at the same rate as 
consumer behaviour.

While traditional techniques will always 
have a place in marketing, there are a 
wide range of new data-related skills that 
marketers need if they’re to be effective 
in a world where consumers are digital-
first, and where the data footprint of 
consumers is continually growing. 

Hays, in “Elements of a Marketer”, say 
that “a few years ago, digital was a trendy 
catch term that was used to describe a 
new area marketers were adding to their 
repertoire. Today, digital is marketing 
and is paramount to how organisations 
communicate with their consumers.”

Skills such as stakeholder management, 
budget management, project 
management, copywriting, and 
creativity will always be required. But 
where before project management 
might have once meant managing 
physical advertising campaigns, now the 
campaigns are more likely to be website 
deployment or social media advertising, 
and copy will be written for emails and 
Facebook rather than a print ad. 

Data analytics gives marketers the 
power to make more effective and 
well-informed decisions. While most 
data analysis for marketing in the past 
has been slow – data available days 
or perhaps weeks after a campaign 
concludes – and sometimes reliant on 
intelligence gathered through expensive 
and limited market research projects, 
modern data analysis is immediate, and 
involves processing huge volumes of 
data at great speed. 

Analytics and the ability to turn large 
volumes of data into meaningful insights 
will only become more important in the 
future, and any marketing department 
thinking about the development of their 
employees should focus on digital and 
data-related skills. 

Risk and Compliance

The core task of compliance functions is 
to ensure that organisations comply with 
the relevant regulatory and legislative 
requirements while effectively managing 
risk, and until now that’s been their remit. 

In the near future, however – and in 
some cases the present – the role of 
the compliance function will expand. 
Compliance is an issue intertwined with 
ethics and culture: an organisation can 
encourage its employees to behave 
more ethically if they set up the right 
culture, and ethical behaviour leads 
to better compliance outcomes. As a 
result, some commentators – including 
Deloitte – predict that compliance 
functions will rebrand to “compliance 
and ethics” or “compliance, culture, 
and ethics” functions over the next few 
years, to reflect their broader remit. This 
also represents a shift from managing 
the minimum required by regulations 
(compliance) to managing the potential 
for future regulatory infractions and 
mitigating compliance risks  
(risk management). 

In 2018 BPP and the ICA conducted 
a survey of risk and compliance 
professionals to find out what they think 
about the future of their profession, and 
the skills that they believe will be required. 

•	 Only 43% of respondents thought 
they had the technology or workforce 
capability plans that were fit for 
purpose – and senior managers 
were more pessimistic than junior 
colleagues (34% versus 50%)

•	 36% worried that technology will be 
negatively disruptive, replacing too 
many roles and adversely affecting 
client relationships – though a slightly 
higher proportion (42%) are optimistic

•	 46% thought that new technology will 
make it harder for compliance officers 
to comprehend risk and 56% were 
concerned that their industry regulator 
may not keep pace with change

The majority of respondents (63%) feel 
compliance professionals should have at 
least a mid-level knowledge of technical 
IT. When it comes to pinpointing the soft 
skills needed by an organisation to face 
the challenges of technology, 49% of 
respondents state the most important is 
organisational dexterity. A similar number 
cite effective communication (47%).

Taken together, we can see that risk and 
compliance professionals of the future 
will need to develop their skills in two 
different ways: they will need more skill 
in developing organisational culture and 
encouraging ethical conduct, which 
involves ‘softer’ relationship building, 
communication, and influencing 
abilities. At the same time, compliance 
professionals need to understand 
technologies that can make their own 
compliance work more effective – and 
the technologies that cause them and 
their organisations compliance issues. 
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Management

Management is a set of skills that span 
all business units and most – if not 
all – job functions at the more senior 
level. While management isn’t a central 
function per se, the management skillset 
is relevant to many central functions 
roles, so we’ve included it in this report. 

The UK has a problem with leadership 
and management according to recent 
research from the CMI and the ILM, and 
this leadership and management issue is 
having a deleterious effect on the  
UK’s productivity. 

In 2012 the Department for Business, 
Innovation and Skills released a report 
on leadership and management in 
the UK that said: “it is clear that the 
UK is falling behind many of our key 
competitor nations in terms of leadership 
and management capability, which is 
undermining our productivity compared 
to those competitors.”

In 2016 the CMI reported that very little 
had changed since 2012. The CMI said 
that “the UK’s productivity is 19% below 
the average for the other six members 
of the G7,” and “the UK needs 1.9m 
new managers by 2024.” In 2019 the 
CMI reiterated the management and 
leadership skills gap, and called on 
political parties to prioritise management 
training in the next government. 

If managers are not being adequately 
trained with the leadership and 
management skills required for the 
future, then what skills do they need? 

In the CIPD and Workday 2017 “HR 
Outlook” report, HR professionals were 
asked to identify the key leadership 
behaviours and skills needed over the 
next three years, see the diagram below.

Performance management, people 
management, and developing staff were 
the top three leadership skills required 
over the next three years, according to 
the HR professionals surveyed. 

As all industries move into an ever more 
globally connected and technologically 
driven world, roles and functions 
will change, and that also applies to 
leadership and management roles. 

New technology changes the way teams 
function – not only does it accelerate 
their capability, but it also opens up new 
ways of interacting and coordinating 
on a day-to-day basis. While “digital 
leadership” is a term that has been used 
to mean many things, in this context 
it means something quite specific: 
the ability of a manager to manage a 
team digitally, often remotely, and to 
consider the digital and technological 
capabilities of their team when leading 
and managing. 

IPD and Workday: Top ten leadership behaviours 
and skills needed over the next three years (%)*

*From the CIPD and Workday 2017 “HR Outlook” report

https://www.cipd.co.uk/knowledge/strategy/hr/outlook-reports
https://www.cipd.co.uk/knowledge/strategy/hr/outlook-reports
https://www.cipd.co.uk/knowledge/strategy/hr/outlook-reports
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Up to this point, we’ve been talking 
about the broad changes that affect 
skills in different roles. Now we’re 
going to take a more specific look 
at how individual jobs are going to 
be affected by digitalisation and 
technology, by using the latest 
research to list the future skills that 
will be required for each role. 

Finance (Accounting and Internal Audit)

•	 Understanding and using technology 

•	 Digital technologies, capabilities, 
practices and strategies

•	 STEM, Augmented intelligence

•	 Financial reporting in real time; 
blockchain

•	 Corporate governance, Risk 
management, Ethics

•	 Communication

•	 Organisational strategy

Refer to skills table on page 22.

HR

•	 Data analytics: people analytics

•	 Data analytics: diversity, attraction 
and recruitment

•	 Design thinking

•	 Natural language processing, 
predictive algorithms, self-learning

•	 Predictive talent models

Refer to skills table on page 23.

In-house Legal

•	 Understanding of new technology, 
ability to work alongside  
automation tech

•	 Relationship management, emotional 
intelligence

•	 Project management skills

•	 Legal process analysis

•	 Data-driven legal and compliance risk 
management

Refer to skills table on page 24.

Skills grids: summarising  
research on future skills
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Management capacity

•	 Interdisciplinary skills

•	 Innovation and risk-taking

•	 Digital capabilities

•	 Communicating in a  
digital environment

•	 Continual learning, the ability  
to instil a ‘learning culture’

•	 Change management,  
empathy, creativity

•	 Decentralised leadership

Refer to skills table on page 25.

Marketing

•	 Uses analytics to explain the success 
or failure of marketing activities

•	 Monitors digital and social reputation

•	 Develops brand strategy and 
positioning

•	 Traditional marketing skills: 
stakeholder management, budget 
management, project management, 
copywriting, creativity

•	 Analytical/data interpretation

•	 Voice marketing

•	 Understanding customer  
intent/predictive intent

•	 Using influencers effectively

•	 Management and leadership

•	 Analysing customer data/insight

•	 Analytics, data & insights, CX/UX, AI & 
machine learning

•	 As many as 21 new marketing roles will 
emerge by 2030, most of which relate 
to technology

•	 Accenture’s 10 predicted marketing 
tech roles of the future

Refer to skills table on page 26.

Risk and Compliance

•	 Big data 

•	 Cybersecurity risk, data and IT 
systems risk, digital risk management

•	 Analytics, mid-level or an advanced 
level of technical IT knowledge

•	 Soft skills: organisational  
dexterity, effective communication, 
change management

Refer to skills table on page 28. 
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For professionals working in 
Technology and IT roles.

Technology and IT roles sit in different 
positions in different organisations: 
sometimes the IT function is one of the 
central functions, and sometimes it sits 
separately. In some cases, technology and 
IT roles are situated within existing central 
functions teams. We’ve included the full 
set of IT roles in this report so that you 
have the full list to refer to, and you can 
then match these roles to the particular 
configuration of your organisation. 

The rapid rate of change makes 
describing the current state of play 
for technology skills a considerable 
challenge, and identifying the future 
skills is virtually impossible. 

One of the best pictures of the skills 
currently required for technology roles 
comes from a collaboration between 
Nesta and Burning Glass Technologies. 
Nesta conducted a machine learning 
analysis of 41 million job adverts in order 
to create a “skills taxonomy.” We’ve 
used the results of Nesta’s analysis to list 
the most common skills required for the 
type of technology roles often found in 
central functions.

While these are all hard technical skills, 
it’s also recommended that technology 
professionals acquire soft skills, 
including: communication, teamwork, 
and creativity. Having these soft 
skills helps technical professionals to 
communicate the results of their work, 
collaborate with others in their teams 
and across the business, and tackle 
problems innovatively. 

Cyber Security

Skills

•	 Information assurance

•	 Security implementation

•	 Knowledge of iso/iec 27001

•	 Information security

•	 Cryptography

•	 Computer engineering

•	 Communication (soft skill)

•	 Teamwork (soft skill)

•	 Creativity (soft skill)

Products/Platforms

•	 ArcSight

Data Analyst

Skills

•	 Data management

•	 Business intelligence

•	 Data warehousing

•	 Extraction transformation and loading etl

•	 Data modelling

•	 Data architecture

•	 Data integration

•	 Online analytical processing olap

•	 Unix shell scripting

•	 Data mining

•	 Quantitative and qualitative research

•	 Predictive models

•	 Communication (soft skill)

•	 Teamwork (soft skill)

•	 Creativity (soft skill)

Products/Platforms

•	 Visual Basic

•	 Microsoft SQL

•	 Oracle Pl SQL

•	 Microsoft Access

•	 Businessobjects

•	 Cognos Impromptu

•	 Qlikview

•	 Crystal Reports

•	 Informatica

•	 Microsoft SQL Server Integration 
Services Ssis

•	 Oracle Business Intelligence Enterprise 
Edition Obiee

•	 SQL Server Analysis Services SSAS

•	 SQL Server Reporting Services SSRS

•	 SAS

•	 Tableau

•	 SPSS

•	 R
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Infrastructure Technician

Skills

•	 Software use instruction

•	 It support

•	 Computer hardware knowledge

•	 Printer support

•	 Application support

•	 Troubleshooting technical issues

•	 Network hardware software 
maintenance & configuration

•	 Dynamic host configuration  
protocol dhcp

•	 Network hardware

•	 Computer installation and setup

•	 Software installation

•	 Phone systems

•	 Problem analysis

•	 Communication (soft skill)

•	 Teamwork (soft skill)

•	 Creativity (soft skill)

Products/Platforms

•	 Microsoft Exchange

•	 IBM Notes

Network Engineer

Skills

•	 Network administration

•	 Wide area network wan

•	 Network engineering

•	 Network installation

•	 Virtual private networking vpn

•	 Network security

•	 Video conferencing

•	 Ospf

•	 Global system for mobile 
communications gsm

•	 Communication (soft skill)

•	 Teamwork (soft skill)

•	 Creativity (soft skill)

Products/Platforms

•	 Avaya D 

Software Developer

Skills

•	 Software architecture

•	 Database design

•	 Software testing

•	 Software development

•	 Agile development

•	 Relational databases

•	 Version control

•	 Object-orientated analysis and  
design ooad

•	 Communication (soft skill)

•	 Teamwork (soft skill)

•	 Creativity (soft skill)

Products/Platforms

•	 SQL

•	 Microsoft C#

•	 Java

•	 .Net Programming

•	 SQL Server

•	 Asp

•	 C++

•	 Scrum

•	 Extensible Markup Language Xml

•	 Unix

•	 Transact-Sql

•	 Perl

•	 Visual Studio
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The demand for data analysts 
and data science roles is rapidly 
increasing, and the number of 
applications for data science in 
accountancy, law, and actuarial 
science multiply every year. 

The Royal Society’s report “the 
Dynamics of Data Science” shows that 
between 2013 and 2018:

•	 Demand for data scientists increased 
by 1,287%

•	 Demand for data engineers increased 
by 452%

•	 Demand for data analysts increased 
by 43%

When we analyse the government’s 
apprenticeship starts data, we can see 
that data analyst apprenticeship starts 
have more than doubled in the last year 
alone: last year there were 650 starts  
in total, while in Q3 2019 there were 
1,330 starts.

Data and analytics: integral to every role
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Data and analytics will be integral to 
almost every role in the future. So what, 
exactly, do we mean by “analytics”?

Analytics is the detailed examination 
of elements/data in an organised and 
systematic way usually to create a deep 
understanding of something in the form of 
insight. Gartner has a model that suggests 
there are four main types of analytics, each 
performing a different task:

•	 Describe

•	 Diagnose

•	 Predict

•	 Prescribe

*Find out more about Gartner’s “four analytic 

capabilities” here.

Prescriptive 
analytics

How can we  
make it happen?

Predictive 
analytics

What will  
happen?

Diagnostic 
analytics

Why did  
it happen?

Descriptive 
analytics

What  
happened?

Value

Difficulty


Information


Optimization

Hindsight

Insight

Foresight

Gartner's analytics maturity model

The power of data and analytics 
is the ability to drive change and 
improvement. This is achieved 
through analytics providing deep 
understanding of problems and 
situations based on facts.

Viki Walker
Head of Customer Insight

https://www.gartner.com/binaries/content/assets/events/keywords/catalyst/catus8/2017_planning_guide_for_data_analytics.pdf
https://www.gartner.com/binaries/content/assets/events/keywords/catalyst/catus8/2017_planning_guide_for_data_analytics.pdf
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To be a successful leader in today’s 
digital environment you must be 
prepared to tackle what technology 
means for your business and how you 
can embrace and harness it. Those 
who don’t will simply get left behind.

Today’s managers need to be digitally 
literate so that they can make data-driven 
decisions. In the near future however, 
they will need the ability to collaborate 
with A.I. and predictive analytic systems, 
and develop the skills needed to make 
decisions augmented but not dictated by 
automated technology.

Key Facts:

•	 The most critical need for most  
banks is for leaders to develop  
digital capabilities7

•	 Today, only 5% of companies feel they 
have strong digital leaders in place7

•	 72% of companies are starting to 
develop new leadership programmes 
focused on digital management7 

•	 Employers who “set the tone at the top 
by developing leaders who know how 
to act, think, and influence in this new 
working environment, promoting the 
organisation’s revamped digital DNA” 
will have most success8

Digital leadership

7 Deloitte: Developing digital leaders
8 Deloitte: Insurance industry outlook

rt - advisor variation image

https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2017/developing-digital-leaders.html
https://www2.deloitte.com/us/en/pages/financial-services/articles/insurance-industry-outlook.html
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As financial services become 
increasingly digital, and with directives 
like PSD2 opening up customer data in 
unprecedented ways, financial crime 
risks increase and cyber security 
becomes critically important.

Training people on risk and compliance 
is one of the most effective methods 
of reducing financial crime and cyber 
security risk.

•	 46% of organisations in 2018 
have used training to understand 
what indicators of cyber security 
compromise to look for, to improve 
detection and provide clarity on  
cyber security9

•	 Cyber security was a priority for 
financial services organisations in 
2018, with 35% saying that employee 
training on cyber security awareness 
was the top priority9

•	 BPP’s own research “Confident 
compliance: Risk management in an 
age of digital disruption survey (in 
conjunction with the ICA)”** found 
that cyber security is the one topic 
that risk and compliance professionals 
in the financial services sector should 
be familiar with, above even data risk 
and management, money laundering, 
and financial crime10

•	 BPP’s report also found that 82% 
of respondents felt compliance 
professionals should have at least 
a mid-level (e.g. MS Excel Macro, 
Pivot Tables, MS Access Database, 
SharePoint Creation) or advanced 
level (e.g. Programming, Database 
Creation, Data Manipulation and 
Analytics) of technical IT knowledge10

Risk and compliance, financial crime 
and cyber security

9 KPMG: Clarity on cyber security
10 BPP: Confident Compliance: Risk Management in an Age of Digital Disruption 

https://assets.kpmg/content/dam/kpmg/ch/pdf/clarity-on-cyber-security-2018.pdf
https://www.bpp.com/insights/risk-and-compliance-research-report
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The COVID-19 pandemic has changed 
the way that many people in the 
UK work. The crisis has led to the 
collapse of some businesses and the 
birth of others. The pandemic is in 
the process of changing the way that 
many businesses are structured.

All of these changes have skills implications.

The World Economic Forum (WEF), in 
their paper The Future of Jobs Report 
2020, say that the COVID-19 pandemic 
lockdowns and the 2020 recession  
have “accelerated the future of work”,  
in part because the changes to the  
ways we work increase the pace of 
technology adoption.

The WEF also make predictions about 
the skills that will increase in importance 
between 2020 and 2025:

“Skills gaps continue to be high as  
in-demand skills across jobs change in 
the next five years. The top skills and skill 
groups which employers see as rising 
in prominence in the lead up to 2025 
include groups such as critical thinking 
and analysis as well as problem-solving, 
and skills in self-management such 
as active learning, resilience, stress 
tolerance and flexibility.”11 

Many of the skills predictions in our 
Future Skills for Central Functions report 
come from research conducted before 
the COVID-19 pandemic, but most of 
those skills are echoed in the WEF’s 
2025 skills predictions. 

What the WEF report tells us is that the 
demand for these skills – and the speed 
with which employees working in central 
functions will need to acquire them –  
will increase significantly as a result of  
the pandemic. 

PwC, in their report Upskilling: building 
confidence in an uncertain world12, 
observe: “it’s about creating a culture  
of adaptability: people need to learn  
how to think, act and thrive in a digital 
world that is much less predictable than 
we once thought.”

People working in central functions roles 
will need to acquire these skills more 
quickly than once thought, and they’ll 
also need the skill to adapt to seismic 
unpredictability and change. 

The skills landscape post-pandemic

11The World Economic Forum, The Future of Jobs Report 2020
12PwC: Talent trends 2020. Upskilling: Building confidence in an uncertain world 2020

http://www3.weforum.org/docs/WEF_Future_of_Jobs_2020.pdf
https://www.pwc.com/gx/en/ceo-survey/2020/trends/pwc-talent-trends-2020.pdf
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On average, companies 
estimate that around 
40% of workers will 
require reskilling of 
six months or less and 
94% of business leaders 
report that they expect 
employees to pick up 
new skills on the job,  
a sharp uptake from 
65% in 2018.14

The World Economic Forum’s Top 15 skills for 202513

1 Analytical thinking and innovation

2 Active learning and learning strategies

3 Complex problem-solving

4 Crytical thinking and analysis

5 Creativity, originality and initiative

6 Leadership and social influence

7 Technology use, monitoring and control

8 Technology, design and programming

9 Resilience, stress tolerance and flexibility

10 Reasoning, problem-solving and ideation

11 Emotional intelligence

12 Troubleshooting and user experience

13 Service orientation

14 Systems analysis and evaluation

15 Persuasion and negotiation

13 & 14The World Economic Forum: The Future of Jobs Report 2020

http://https://www.weforum.org/reports/the-future-of-jobs-report-2020
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Our knowledge of the financial 
services market and the challenges 
employers are facing in light of 
digitalisation enables us to work with 
them to design tailored capability 
and learning plans for all their core 
job families. 

Our objective is to help employers to 
support their employees to develop 
in their roles of “today,” as well as 
developing them for the roles of 
“tomorrow.” We are partnering with our 
clients to future-proof our programmes 
by co-designing short courses/additional 
modules to cover future skills gaps, 
drawing on our breadth of expertise in 
data analytics, digital skills and digital 
leadership, financial crime and cyber 
security, and risk and compliance. 
We support our clients with a range of 
professional education options, including 
PD, PQ, Apps and degrees, matched to 
their operating model.

BPP supports businesses in a wide range 
of sectors, including: financial services, 
professional services, the legal sector, 
and healthcare. We have created similar 
papers on the future skills of roles within 
each of those industries, as well as this 
more general report on central functions. If 
you’re interested in finding out more about 
our other reports, please contact BPP 
using the details at the back of this report.

In order to help visualise how our 
training relates to the roles within central 
functions, we’ve created the central 
functions map below and an interactive 
training map that you can use online.

Mapping training opportunities to job roles
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Operating model of central functions

We have spent time mapping 
BPP’s training to each central 
function. Please visit http://bit.ly/
BPPcentralfunctionstrainingmap.

Internal 
audit

HR

Legal

Marketing

Risk and 
compliance

Technology

Finance

Central 
functions

Management

Whilst this report has focussed on 
functional roles that are found in most 
organisations regardless of industry, BPP 
does typically supports Financial Services, 
Professional Services and the Legal 
sectors. BPP has collated similar research 
on the future skills of pertinent roles within 
those industries too; if you are interested 
in finding out more on those specifically, 
please contact BPP.
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Understanding and using 
technology 

“Accountants rank ‘understanding and using technology’ (machine learning, A.I. and block chain) as the 
#1 additional skill accountants of the future will need.”

AAT’s “The Future Accountant” survey

Digital technologies, capabilities, 
practices and strategies

“DQ (digital skills) are one of seven key skills areas for the future accountant defined as ‘The awareness 
and application of existing and emerging digital technologies, capabilities, practices and strategies’”

ACCA’s “Professional Accountants – The Future” Report

STEM, 
augmented intelligence

“Introduction of ‘assisted intelligence’ where ‘repetitive, standardised or time-consuming tasks’ are 
automated means there is an ‘increased demand for STEM skills to build new tech ecosystems’  

 
Accountants therefore need to develop ‘augmented intelligence’, where humans and machines 

collaborate to make decisions”

PwC “Workforce of the Future” Report

Financial reporting in real-time; 
blockchain

“Introduction of blockchain technologies means ‘greater focus for accountants on interpreting the 
economic meaning of transactions, and providing information to support better decisions’ with more 

time on financial reporting in real-time”

ICAEW: “Blockchain and the future of accountancy”

Corporate governance,  
risk management,  

ethics

“Corporate governance is a competency area for accountants over the next 5 to 10 years and it is 
second on the list of areas where vital skills are missing. Professional accountants want globally 

applicable best practice guidance on corporate governance, risk management and the associated 
internal and external reporting” 

 
“Professional and corporate ethics are third on the list of competency areas and third on the list of 

areas where skills are lacking. Professional accountants want more help with the ethical challenges they 
expect to face as part of an increasingly global and mobile profession. There is a gap between ethical 

theory and reality”

ACCA’s “Professional Accountants – The Future” Report

Communication

“With machines performing an increasing percentage of technical functions, accountants need 
to communicate the findings to stakeholders, acting as the bridge, having informed conversations 

with both technologists and business stakeholders ‘Communication’ is ranked the #3 additional skill 
accountants of the future will need”

AAT’s “The Future Accountant” survey

Organisational strategy

“With increased automation and technological augmentation, accountants will focus less on the  
process of accounting and more on strategic decisions informed by accounting insights. Accountants 
‘are metamorphosing from straight number crunchers to strategic advisers of organistional strategy’”

Accountancy Age: “The most sought after accountancy skills for 2018”

Here are the training trends and corresponding Knowledge, Skills and Behaviours requirements for Finance professionals.

https://www.aat.org.uk/prod/s3fs-public/assets/The-future-accountant-white-paper.pdf
https://www.accaglobal.com/content/dam/members-beta/images/campaigns/pa-tf/pi-professional-accountants-the-future.pdf
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
https://www.icaew.com/-/media/corporate/files/technical/information-technology/technology/blockchain-and-the-future-of-accountancy.ashx
https://www.accaglobal.com/content/dam/members-beta/images/campaigns/pa-tf/pi-professional-accountants-the-future.pdf
https://www.aat.org.uk/prod/s3fs-public/assets/The-future-accountant-white-paper.pdf
https://www.accountancyage.com/2018/02/12/sought-accountancy-skills-2018/
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Data analytics: people analytics
“People analytics is one of six main trends in the future of human resource management”

Willis Towers Watson: “Six Trends in the Future of Human Resource Management”

Data analytics: diversity, 
attraction and recruitment

“HR analytics are being used to; manage workforce costs (60%), handle workforce composition and 
diversity (51%), performance manage (48%), attract, recruit and select (47%), and L&D (44%)”

The CIPD and Workday “HR Outlook Winter 2016-17 Report”

Design thinking

“3. Improving the employee experience by applying product design thinking: Design thinking 
approaches products and experiences from the viewpoint of the user. In an HR context, this would shift 
emphasis to the employee rather than focusing on the HR program or process itself. In practice, as one 

example, HR can use “journey maps” or other tools to lay out the crucial points in the employee life 
cycle, and understand what is or is not working at each stage.”

Willis Towers Watson: “Six Trends in the Future of Human Resource Management”

Natural language processing, 
predictive algorithms, self-

learning

“4. Targeted recruitment driven by social media and cognitive assessment: Recruitment can be honed 
and focused through digital tools such as social media and cognitive assessment. Examples of cognitive 

technologies include natural language processing, predictive algorithms and self-learning.”

Willis Towers Watson: “Six Trends in the Future of Human Resource Management”

Predictive talent models

“5. Leveraging people analytics to improve organisational performance: The use of people analytics and 
predictive talent models can enable HR to more effectively and rapidly identify, recruit, develop and retain 
the right talent, which can help the business to improve organisational performance. HR’s access to these 

insights can help organisations better identify current pain points and prioritise future analytics investments.”

Willis Towers Watson: “Six Trends in the Future of Human Resource Management”

Here are the training trends and corresponding Knowledge, Skills and Behaviours requirements for HR.

https://www.willistowerswatson.com/en-TH/Insights/2018/07/the-future-of-work-trends-in-human-resource-management
https://www.cipd.co.uk/Images/hr-outlook_2017_tcm18-17697.pdf
https://www.willistowerswatson.com/en-TH/Insights/2018/07/the-future-of-work-trends-in-human-resource-management
https://www.willistowerswatson.com/en-TH/Insights/2018/07/the-future-of-work-trends-in-human-resource-management
https://www.willistowerswatson.com/en-TH/Insights/2018/07/the-future-of-work-trends-in-human-resource-management
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Understanding of new 
technology, ability to work 
alongisde automation tech

“Automation opportunities have grown in the legal sector. Computers are being used for specific 
and clearly defined legal tasks for more efficient delivery of services, for instance Robotic Process 

Automation has been maturing slowly over the last decade”

Deloitte, “Developing Legal Talent: Stepping into the Future Law Firm”

Relationship management, 
emotional intelligence

“Client care and relationships may involve more ‘softer’ skills and emotional intelligence among 
employees who can manage these relationships well.”

Deloitte, “Developing Legal Talent: Stepping into the Future Law Firm”

Project management skills

“One of the biggest changes to affect the in-house function in the next five years is likely to be the 
adoption of project management as a key skill amongst lawyers. Project management is a common 
function in businesses and some large companies already require this skill in their lawyers and will 

facilitate training to ensure it is in place.”

The Law Society: “The Future of Legal Services”

Legal process analysis

“Legal process analysts will be key people in any LMC practice. They specialise in scrutinising the way that 
legal work is done and mapping the tasks involved as well as the flow of the work. They look for bottlenecks 
and inefficiencies and overcome them […] the same mind-set is needed when legal work is unbundled and 

broken down into component parts before the work is allocated to the most efficient source(s).”

Deloitte, “Developing Legal Talent: Stepping into the Future Law Firm”

Data-driven legal and 
compliance risk management

“Perhaps the greatest potential for the latest data techniques in law is in the area of risk management. 
We envisage using data science techniques across huge bodies of data from many organisations to 

identify the markers and signals of legal and compliance risks.”

Deloitte, “Developing Legal Talent: Stepping into the Future Law Firm”

Here are the training trends and corresponding Knowledge, Skills and Behaviours requirements for In-house legal.

https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/audit/deloitte-uk-developing-legal-talent-2016.pdf
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/audit/deloitte-uk-developing-legal-talent-2016.pdf
https://www.lawsociety.org.uk/support-services/research-trends/the-future-of-legal-services/
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/audit/deloitte-uk-developing-legal-talent-2016.pdf
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/audit/deloitte-uk-developing-legal-talent-2016.pdf
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Interdisciplinary skills

“A natural corollary of this is that leaders need interdisciplinary skills. Companies such as GE, IBM, Nestlé, 
Xerox, and Mastercard now bring leaders together for collaborative design and problem-solving exercises, 

challenging them to understand how different business functions, industries, and technologies come together 
to form solutions. The days of a line leader reaching the executive level in a sole function have ended.”

Deloitte: “Leadership disrupted: pushing the boundaries”

Innovation and risk-taking

“Perhaps most important, innovation and risk-taking now define high-impact leadership. In the words of 
Mark Zuckerberg, CEO of Facebook, ‘The biggest risk is not taking any risk. In a world that is changing 
really quickly, the only strategy that is guaranteed to fail is not taking risks.’ 4 Risk-taking has become 

one of the most important drivers of a high-performing leadership culture.”

Deloitte: “Leadership disrupted: pushing the boundaries”

Digital capabilities

“The most critical need for most organizations is for leaders to develop digital capabilities. Today, only 5 
percent of companies feel they have strong digital leaders in place, according to our 2017 Global Human 
Capital Trends survey respondents. In a sign of positive change, however, 72 percent of respondents are 

developing or starting to develop new leadership programs focused on digital management.”

Deloitte: “Leadership disrupted: pushing the boundaries”

Communicating in a digital 
environment

“Beyond technical skills, 41% of employees said they would value coaching or guidance on how to 
perform and communicate more effectively in an era of digital transformation.”

HR Magazine: “Leaders unprepared to drive digital skills transformation” 

Continual learning, the ability to 
instil a “learning culture”

“Leaders need to set an example by learning new skills – whether that’s about how to empower 
employees to make changes or developing their own digital capabilities – and ultimately create a 

learning culture where everyone recognises that learning is an ongoing gradual process regardless of 
where they are on the career ladder.”

HR Magazine: “Leaders unprepared to drive digital skills transformation”

Change management, empathy, 
creativity

“There is a need for people to get comfortable with the technicalities of using new tools to do their job. 
But it is managing their impact that is most crucial. For employees and leaders at every level, skills like 

change management, empathy and creativity are at the centre of this.”

The Oxford Group: “Leading in a digital age, a look at leaders’ skills and psychological safety in 
the changing world of work”

Decentralised leadership

“1. Transformation of leadership: Traditionally, the delegation of authority in an organisation usually 
follows a formal hierarchical structure with clear lines of accountability. The digitalised world has 

however found larger success with networked organisations. Such setups often enable individuals to 
initiate leadership – even if sometimes without formal authority – especially where the sources of work 

are plentiful and work relationships are numerous. Leadership in this new world will be less about leading 
people and more about orchestrating the ecosystem of work.”

Willis Towers Watson: “Six Trends in the Future of Human Resource Management”

Here are the training trends and corresponding Knowledge, Skills and Behaviours requirements for Management.

https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2017/developing-digital-leaders.html
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2017/developing-digital-leaders.html
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2017/developing-digital-leaders.html
https://hrmagazine.co.uk/article-details/leaders-unprepared-to-drive-digital-skills-transformation
https://hrmagazine.co.uk/article-details/leaders-unprepared-to-drive-digital-skills-transformation
https://www.oxford-group.com/insights/report-understanding-leadership-digital-age
https://www.oxford-group.com/insights/report-understanding-leadership-digital-age
https://www.willistowerswatson.com/en-TH/Insights/2018/07/the-future-of-work-trends-in-human-resource-management
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Uses analytics to explain  
the success or failure of 

marketing activities

“Leads the development of a system of critical review and appraisal to improve future marketing strategy”

CIM “Professional Marketing Competencies”

Monitors digital and social 
reputation

“Leads the social media monitoring process to identify improvements and manage  
social/corporate reputation.”

CIM “Professional Marketing Competencies”

Develops brand strategy and 
positioning

“Leads the development of brand strategy and articulates desired brand positioning”

CIM “Professional Marketing Competencies”

Traditional marketing skills: 
stakeholder management, 

budget management, project 
management, copywriting, 

creativity

“The core skills defined in this report were determined by our experts based on the qualitative insight 
from hundreds of marketing employers. Core skills… are broad transferable skills every marketer should 

possess to a lesser or greater degree.”

Hays: “Elements of a Marketer: Skills for a Digital World”

Analytical/data interpretation

“A few years ago, digital was a trendy catch term that was used to describe a new area marketers 
were adding to their repertoire. Today, digital is marketing and is paramount to how organisations 

communicate with their consumers. It is integral to the marketing discipline and to all roles. Top skills 
in order to be successful: analytics/data interpretation, copywriting, creativity, customer-centricity, 

campaign/project management.”

Hays: “Elements of a Marketer: Skills for a Digital World”

Voice marketing

“Demand for voice-assisted speakers is booming. According to Canalys, a marketing, analytics, and 
research firm, the global market for these devices grew 187% in the second quarter of 2018. That’s why 

Abbey Klaassen, the president of 360i’s New York headquarters, thinks voice marketing is the future. 
‘Voice is somewhere between an evolution and a revolution for marketing,’ Klaassen predicts.”

Google: “The future of marketing: 3 industry leaders share their predictions”

Understanding customer  
intent/predictive intent

“Rip up your demographic-based personas. Kiss goodbye the old-school marketing funnel. The future 
of the industry lies in understanding a customer’s intent, argues Matt Naeger, Merkle’s chief strategy 

officer. ‘The next big thing is around predictive intent.’”

Google: “The future of marketing: 3 industry leaders share their predictions”

Using influencers effectively

“In the past, brands that really wanted to stand out from the crowd would enlist the support of a 
celebrity. But Jerri Devard, Office Depot’s chief customer officer, says that’s changing, and it’s a new 
reality marketers must adapt to. ‘It used to be that celebrities became influencers; now influencers are 

becoming celebrities.’”

Google: “The future of marketing: 3 industry leaders share their predictions”

Management and leadership

“There will always be new data and analytics tools and methods arriving, so we need team members 
that are experts in their own fields to keep pushing the boundaries,” he says. “The most powerful 

marketers are the ones that are able to bring together and effectively manage teams that encompass all 
the skills needed.”

Marketing Week: “The Future Marketing Organisation: Filling the data skills gap”

Analysing customer data/insight

“An increasing number of marketers (95%) believe that ‘Analysing customer data/insight’ will be 
important to future business success as well as ‘Producing content or creative work’ cited by 94% of  

the respondents.”

DMA: “Business Skills Census 2019”

Here are the training trends and corresponding Knowledge, Skills and Behaviours requirements for Marketing.

https://www.cim.co.uk/membership/professional-marketing-competencies/
https://www.cim.co.uk/membership/professional-marketing-competencies/
https://www.cim.co.uk/membership/professional-marketing-competencies/
https://www.thinkwithgoogle.com/marketing-resources/the-future-of-marketing/
https://www.thinkwithgoogle.com/marketing-resources/the-future-of-marketing/
https://www.thinkwithgoogle.com/marketing-resources/the-future-of-marketing/
https://www.marketingweek.com/future-marketing-organisation-filling-data-skills-gap/
https://dma.org.uk/article/business-skills-census-2019
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Analytics, data & insights, CX/
UX, A.I. & machine learning

“In 2025, the most in-demand skills in marketing will be centred around analytics, data & insights, CX/UX, 
AI & machine learning, Vanity metrics: open rates, digital marketing & media (though this is declining), and 

marketing technology & operations. Put another way, marketing will be a technology hub.”

Marketo: “Marketing 2025, The future of skills and technology in marketing across  
Australia and New Zealand”

As many as 21 new marketing 
roles will emerge by 2030, most 

of which relate to technology

“Cognizant predicts 21 marketing jobs of the future, all of which relate to what we would currently 
consider ‘advanced’ technology. Refer to the chart on page 5 for a useful illustration of the main points 

of the whitepaper.”

Cognizant: “Marketing Jobs of the Future”

Accenture's 10 predicted 
marketing tech roles of the future

“Accenture predicts 10 new marketing roles of the future, and polls CMOs to ask them how much they 
would rely on the expertise of those roles. Refer to the full list and cross-compare with the Cognizant list.”

Accenture: “Way Beyond Marketing, the rise of the hyper-relevant CMO”

https://engage.marketo.com/rs/460-TDH-945/images/Marketo-Marketing2025-ResearchPaper.pdf
https://www.accenture.com/_acnmedia/pdf-97/accenture-cmo-infographic.pdf
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Knowledge, Skills and  
Behaviours requirements

Supporting findings

Skills

Big data 

“Big data. Faster, cheaper computing power will enable risk functions to use reams of structured and 
unstructured customer information to help them make better credit risk decisions, monitor portfolios for 

early evidence of problems, detect financial crime, and predict operational losses”

McKinsey: “The future of bank risk management”

Cybersecurity risk, data and 
IT systems risk, digital risk 

management

“Areas of focus for risk management identified as; cybersecurity risk, addressing risk data and IT 
systems, digital risk management

“The technologies being used are; cloud computing (48%), big data and analytics (40%), and Business 
Process Modeling (BPM) tools (38%)”

Deloitte: “Global risk management” survey

Analytics, mid-level or an 
advanced level of technical IT 

knowledge

“35% cited the lack of appropriate risk and compliance skills for digital disruption 
 

“82% felt compliance professionals should have at least a mid-level (e.g. MS Excel Macro, Pivot Tables, 
MS Access Database, SharePoint Creation) or advanced level (e.g. Programming, Database Creation, 

Data Manipulation and Analytics) of knowledge of technical IT 
 

“Seeing a shift from Big Data to Thick Data, where the focus is on not just the volume of intelligence 
created but its interpretation and application of analysis”

“Confident compliance: Risk management in an age of digital disruption” (BPP and ICA) survey

Soft skills: organisational 
dexterity, effective 

communication, change 
management

“Combination of technical (compliance, IT or scientific) with soft skills which risk and compliance 
functions increasingly require are; organisational dexterity (49%), effective communication (47%), 

change management (38%) and an innovative mindset (38%) and business collaboration (35%) 
 

“Risk and compliance professionals should know about; cyber security (77%), data risk management 
(61%) anti-money laundering and other financial crime compliance (61%)”

“Confident compliance: Risk management in an age of digital disruption” (BPP and ICA) survey

Here are the training trends and corresponding Knowledge, Skills and Behaviours requirements for Risk and Compliance.

https://www.mckinsey.com/business-functions/risk/our-insights/the-future-of-bank-risk-management
https://www2.deloitte.com/us/en/insights/industry/financial-services/global-risk-management-survey-financial-services.html
https://www.bpp.com/insights/risk-and-compliance-research-report
https://www.bpp.com/insights/risk-and-compliance-research-report
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Helping you understand the current 
and future capability needs in  
your business.

Capability+ is BPP’s unique capability 
diagnostic process that uses skills 
research and consultation with 
employers to describe the skills 
organisations need, review the levels of 
proficiency of those skills and focus your 
L&D strategy in the right areas. 

As a trusted partner and adviser to 
our clients, we develop and share our 
insights on how the external environment 
will impact your business, both now and 
in the future, establishing your specific 
training needs to plug your all-important 
skills gaps.

For more information on our Capability+ 
consultancy, visit: 
www.bpp.com/business/capability-plus

The benefits 

•	 Completely bespoke to your business 
and specific requirements 

•	 Keeping you up to date on industry 
trends and current skills gaps 

•	 Understand your current and future 
capability needs 

•	 Focus your training on the right areas 

•	 Ensure your employees have the 
skills they and you need to drive your 
business forward

•	 Building employee loyalty, retaining 
your existing talent and building your 
employer value proposition 

•	 Creating the right environment for 
data and technology expertise, 
attracting the strongest future talent

Capability+

http://www.bpp.com/business/capability-plus%20
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Notes.
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For more information about the  
way BPP works with employers to 
meet future skills requirements  
please contact: 

Emma O’Dell 
Director of Client Capability

 EmmaODell@bpp.com

David Palmer 
Market Intelligence Partner 

 david.palmer@bpp.com

7302

mailto:EmmaODell%40bpp.com?subject=
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