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Hiring Leaders for the Next Wave of
US Data Center Growth

Why timing, role clarity, and retained search are becoming decisive advantages

The US data center operator market is in the middle of a sustained expansion cycle
driven by hyperscale cloud demand and Al workloads. Capacity across primary markets
continues to grow, yet vacancy remains historically low. Demand continues to outpace
supply even as new inventory comes online.

For operators, this creates a leadership challenge that goes far beyond facilities or
engineering scale. Growth now requires leaders who can operate across power
constraints, capital deployment, construction timelines, customer commitments, and
uptime expectations, often simultaneously and across multiple geographies.

The market is unforgiving. Small execution gaps compound quickly.

What | am seeing in real time

Working closely with operators, investors, and boards, one pattern is consistent. The
biggest risk to this growth cycle is not demand or capital. It is hiring leadership too late.
Organizations frequently wait to hire critical leaders until projects are already underway,
power has been allocated, or customer commitments have been made. At that point,

roles become reactive instead of strategic. Leaders are asked to stabilize and catch up
rather than design, anticipate, and scale.
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When the right leaders are not in place early enough, several issues tend to appear:
Delivery timelines slip because decision-making authority is unclear
Power and site strategy becomes fragmented across functions
Teams scale faster than leadership capacity, increasing operational risk
Customers sense uncertainty long before it shows up in metrics

None of these problems surface overnight. All of them quietly erode confidence and
execution.

A more fluid talent market

Another clear shift is how fluid the leadership talent market has become, particularly
between hyperscalers and data center operators.

Hyperscale platforms have built deep benches of infrastructure, operations, capacity
planning, and reliability leaders over the past decade. As those organizations mature,
many senior leaders reach an inflection point. Increasingly, they are looking for greater
ownership, clearer accountability, and more visible impact.

Moving into a startup or mid sized operator environment often provides:
© A direct connection between decisions and outcomes

© Broader scope across strategy, execution, and team building
© Meaningful equity and long term value creation
© The opportunity to shape platforms, not just operate them

Hyperscalers have effectively become a leadership feeder system for the broader
operator ecosystem. This opportunity is significant, but only if organizations know how to
access it. These leaders rarely respond to job postings. They move through trusted
conversations and targeted outreach.

The role design shift

As the market tightens and talent becomes more mobile, leadership
expectations inside data center organizations are expanding.

Commercial credibility and customer fluency are now core requirements.
Power strategy and execution constraints are leadership competencies. Cross
environment experience is increasingly valuable.

Profiles designed for yesterday's operating model often fall short in today’s
reality. Operators need leaders who can think across the full enterprise, not just
within a single function.

Why timing matters as much as talent quality

In fast growth environments, delays in leadership hiring have tangible consequences.
When demand is strong and capacity is largely precommitted, organizations do not
have the luxury of leadership learning curves.
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The cost of a late hire or a mis-hire shows up quickly as missed delivery windows, higher
operational risk, leadership churn, and strained customer relationships.

Talent quality matters. Timing matters just as much.

Why retained search fits this moment
Retained search is not about outsourcing recruiting. It is about engineering certainty at

critical moments of growth.

It enables:
Speed, by engaging passive and high performing leaders early
Precision, by aligning boards, CEOs, and operators on mandate and scope
Network access, by reaching hyperscale and adjacent fit talent that is not active
on the market

In complex, capital intensive environments, this level of rigor reduces risk and shortens
time to impact.

The bottom line

© The US data center market will continue to expand. What will differentiate
outcomes is leadership timing and access.

© The operators that are outperforming are not only asking who to hire. They are
asking when and from where.

© Hiring the right leaders at the right moment is not simply a talent decision. In this
market, it is a growth strategy.

From my seat at Pedersen & Partners, working across the global technology and digital
infrastructure practice, | spend much of my time with operators, investors, and boards
on this exact challenge. When roles are clearly defined and leadership is engaged early,
execution becomes more predictable and growth becomes more durable.
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