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WHAT YOUNG TALENT IS ENTERING INTO

Al-shaped Less access to
recruitment networks

A more competitive market

Higher expectations of work Unclear signals on “good” New communication norms




WHAT BUSINESSES ARE SEEING

HIGHER APPLICATION A MORE CONNECTED
. — Al CREATING NOISE
VOLUMES APPROACH



Make the rules of work clearer

Explain expectations, feedback, meetings and progression.

Assess for potential, not polish

WHAT BUSINESSES
CAN DO TO ADAPT

Look for capability — not confidence, networks or fluency.

Create structured exposure

Use mentoring, work experience and manager access to build
context.

Equip managers

Help managers give clear feedback, expectations and the “why”.




THE CONVERSATION IS SHIFTING
FROM:

“How do we manage different generations?”

to

succeed together?” AU




The Extraordinary

50+ Talent
Opportunity

Sarah Taylor PhiIIip}s
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Demographic Tsunami
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Shocking Stats
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Shocking Stats

e By 2030 Half the UK workforce will be
50+, 60+ up 40%

* Employment rate 65+ doubled
5% in 2000 to more than 11% today.
e UK birthrate historic low

e Fewerin 20s than in 50s and 60s
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Why This Matters

 Skills shortages

* Productivity
 Knowledge loss

* Succession planning

* Customer understanding
* Innovation
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Pyramids to Squares

TRADITIONAL AGE AT WORK PYRAMID

Designed for a world with many young people
entering work and fewer older people remaining in it

©)

M Smallest proportion
70+ of older workers
Fewest people
at the top

50 -69 » Mid-sized group

Fewer people approaching retirement

30-49 Core working-age
The largest group population
in the workforce

18-29 Many young people
Large number of at the base
young people entering work

A pyramid shaped workforce: broad at the bottom, narrow at the top.

More young people. Fewer older people. Retirement at the end.

—.
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yramids to Squares

THE NEW AGE AT WORK SQUARE

Four generations. Equal in size. Working together.
Designed for longer lives, longer careers and a multi-generational future.

70+ Experience and
crystallised wisdom

Experience. Wisdom. Perspective. that guides and
Mentors. Advisors. Encore contributors. strengthens.

50—69 Leadership and

: y judgement that
Deep expertise. Leadership. drives performance

Problem solvers. Change makers. and impact.

18 —29 Curiosity and fresh

e - o tive that
Curiosity. Creativity. New thinking. ss;&icg;:ean da

Digital natives. Future shapers. drives tomorrow.

The workforce is no longer a pyramid. Q0OQ(Q  Strongertogether.
It’s a square. r—\] m Different ages. Different strengths.

One shared purpose.

CONNECTING CRYSTALLISED WISDOM, FLUID INTELLIGENCE AND ARTIFICIAL INTELLIGENCE.
THAT’S WHERE THE FUTURE HAPPENS.

=)
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The Bermuda Triangle of Jobs
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Job Box

“Still growing “Perfect fit” “Too big for
into the box” the job box”
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One route.
One destination.
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MORE LIFE, MORE YOU
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New skills =
New experiences
New choices
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P FOLLOW YOUR VALUES
KEEP LEARNING
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Different paths. Different pace. S tential. ="' “‘“ It's not about
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Brilliant Resilient 50+ Talent

* Value for money

* |Intergenerational Alchemy
* Power skills

 Wisdom

* Experience

* Present & No job hopping
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Crystallised Wisdom

Fluid vs Crystallised Intelligence Across Life

How different abilities peak at different stages

L

Level of 4
Intelligence @ Crystallised intelligence
! Builds in 30s, 40s, 50s and beyond

Fluid intelligence

Peaks in late
teens /early 20s

10 20 30 40 50 60 70 70
Age Age

@ Fluid Intelligence @ Crystallised Intelligence
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What do 50+ Want?

* Flexibility

* Purpose or Meaning

* Job share

* Community
* Belonging

* To Be Valued

Career Voyage
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Why organisations lose experienced talent

* Retirement assumptions
 Lack of career conversations

* Lack of flexibility

* |nvisible career paths after 50
e Skills becoming hidden rather than obsolete
* Stereotypes

ga reer \{oyage
iscover your taient



ldentity

— Generational Identity = one layer
o 20 years in each band

— Life Stage = the stronger driver

o Parents or Grand parents of younger
children could span generations

— Big Events = the stronger driver
o Life quakes such as death, divorce, illness

— The Real Lever = personalisation

\-\\
\‘| _
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Intergenerational Alchemy

— Boomers G€

o Work ethic, persistence, face-to-face G
influence, long horizon thinking, value 6;1/ < OO
®

achievement, seen it all before

— Gen X ><

o Autonomy, pragmatism, efficiency, .
boundary-setting, value work/life balance
self reliance

— GenyY

o Collaboration, purpose, adaptability, digit
fluency, value growth, feedback and

meaningful work _

— Zoomers

o Speed of learning, creator mindset, Getting the Right MiX

inclusivity, mental health openness, value
flex, transparency and skills over tenure

Career Voyage
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Diamond Talent Pool

WISDOM

BRILLIANCE
RADIANCE
SPARKLE

\,

EXPERTISE
PRECIOUSNESS
VALUE

CONFIDENCE
CREDIBILITY

EMPATHY
COMPASSION

CONNECTION

CLARITY
PERSPECTIVE
INSIGHT

RESILIENCE

y

/" JUDGEMENT
DISCERNMENT

COMMERCIAL
ACUMEN
EMOTIONAL
INTELLIGENCE

GENEROSITY
INFLUENCE
LEADERSHIP
\ COLLABORATION

\ INTEGRITY
AUTHENTICITY

ADAPTABILITY

PURPOSE

LEGACY
\ COURAGE /

CURIOSITY MENTORSHIP ﬂ BELONGING
. | STEWARDSHIP \, HOPE ' SELFAWARENESS J oo
MATURITY oSN  WHOLE GRATITUDE

« PATIENCE INTELLIGENCE OPTIMISM
STABILITY CRYSTALLISED CREATIVITY
RELIABILITY WISDOM RESOURCEFULNESS

POSSIBILITY \ LLé';ERLmGG VITALITY
REINVENTION Joy
CONTRIBUTION WONDER

/
SIGNIFICANCE "\ /  DISCOVERY
FULFILMENT \/ ADVENTURE

FLOURISHING

VOYAGEING
DIAMOND
MINDSET

LATER
GREATER
\LIFEING

%




Narrative

* Flip the script
— My best years are yet to come
— Sunrise not sunset
— Design not Decline
— No Midlife MOT
— Later Greater LIFEING rather than WORK LIFE

Career Voyage

discover your talent



Solutions

* |ntergenerational Alchemy
— Productivity from 58% to 87%

* Crystallised Intelligence, Fluid Intelligence, Artificial Intelligence
in 1 role

* Redesign roles
e 2-way courageous conversations

* Collaborative leadership and roles

Career Voyage

discover your talent



Sarah Taylor Phillips

* Ageinclusion expert

e ZigZag Career working in brand marketing, Al,
HR, Talent & Career Development, Career
Strategy & start-ups

* Bringing flexibility, purpose, equity, diversity,
and inclusion into the workplace

e Viral post on #CareerDecline 55 - 65

* +44 333123 0510

Career \70yage

discover your talent



https://www.linkedin.com/in/sarahtaylorphillips/

EMMA SUMMERS
CEO & Founder

Juice Recruitment Limited




RECRUITMENT TRENDS &
LABOUR MARKET |IN

e Current market insights

e Recruitment trends

* What employers need to know




THE BIG PICTURE

The Labour Market Is Cooling

* Employers are still hiring

* Hiring decisions are becoming more cautious

* Vacancy levels are declining

* Economic uncertainty is impacting confidence



WHAT'S DRIVING EMPLOYTER
BEHAVIOUR?

Business Confidence & Hiring Decisions

* Rising employment costs

* Economic uncertainty

* Longer recruitment approval processes

* Greater focus on ROI from every hire




LABOUR MARKET SNAPSHOT

The Key Numbers

* Employment Rate: 75%

* Unemployment Rate: 5%

* Vacancies: 705,000

* Pay Growth: 3-4%




CANDIDATE AVAILABILITY

More Candidates, More Choice?

* Candidate availability increasing

* More applications per role

* Quality still matters

* Finding the right fit remains challenging




WHAT CANDII

Candidate Priorities in 2026

* Competitive salary

* Flexibility

* Career development

e Work-life balance

e Company culture

* Job security

DATTES

WANT



THE RISE OF TEMPORARY
RECRUITMENT

Why Businesses Are Using Temporary Talent

* Increased flexibility

* Managing workload peaks

* Covering absence

* Supporting projects

* Reducing hiring risk




WHAT SUCCESSFUL EMPLOYERS ARE
DOING?

Winning Strategies

* Hiring efficiently

* Investing in retention

* Building employer brand

* Planning ahead

* Remaining flexible




LOOKING AHEAD IN 2026

What We Expect For The Rest Of 2026

* Continued cautious hiring

e Demand for skilled talent remains

* Greater use of temporary workers

* Focus on productivity and workforce planning




FINAL THOUGHT

v The market is cooling, not collapsing

vV Good talent remains valuable

v Planning and flexibility will be key to success




EMMA SUMMERS

Emma@juicerecruitment.com

07525 612874

JUICE

FOR MORE INFORMATION...






Managing a
Multi-
Generational
Workforce
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Silent Boomer Gen X Millennials GenZ

1926-1945 1946-1964 1966 -1980 1980-1995 1996 -2012




- Arthur Schopenhauer

Every generation, no matter
how paltry its character, thinks
itself much wiser than the one
immediately preceding it...
\
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Feedback &

Supervision




1.\ Adobe GAI]
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Employee led workshops

Addressing

Cross-Generational

the issues Brainstorming Sessions

Create “ambassador” roles

Safe feedback zone

Mentorship Programs

BPE SOLICITORS LLP NOVEMBER 2024




Development &

Progression




Older Generations ' Younger Generations
Tend to be loyal to a single Desire rapid career progression,
. . . C
employer over a longer period. continuous learning p
Value stability and gradual opportunities. Change jobs more
advancement in their careers. to achieve these goals.

-




Retention of Staff

88% 52.9% 27.4%

of employers are of employees held of employees
concerned about a tenure for 5 commenced work
employee years or less with a different

retention employer



ional

Generat




HR Strategy

Harvard Business Publishing Corporate Learning:

Three steps to maximising the value of multigenerational workforces

1. Avoid stereotypes and assumptions

2. Recognise all employees as individuals who have unique, valuable skills

3. Create a plan to promote multigenerational knowledge sharing across

teams and workplaces

o/ THE GROWTH
C2S



What that might also look like...

* Creating a psychologically safe environment where all generations
are valued

* Aligning strategy with core business values

 Removing age bias from policies and procedures

o/ THE GROWTH
CAS | CONSULTANCY



Takeaway

A multigenerational workforce is not something to see as a challenge — it’s an
opportunity.

HR and L&D teams can help organisations develop inclusive, productive and
harmonious multigenerational workplaces

When HR leads with inclusion, organisations gain:
* Stronger teams
* Richer culture

» Better performance

o/ THE GROWTH
C2S



THE CONVERSATIONIS
SHIFTING FROM:

“How do we manage different generations?”

to

“How do we build workplaces where different generations understand each other,- gg - - - - -

share knowledge and succeed together?” R




Advice often comes
when you least expect
it, and listening,
which costs nothing,
is one of the most
valuable things you




Questions for the room

What values and motivations do What do you believe other What are the common

you think are most important to generations misunderstand about assumptions people make about
different generations at work, and your generation’s approach to the different generations?” Explore
where do you see common work? why and why they are or are not
ground? true.

What communication approaches
work best for different generations,
and how can organisations
balance them?




