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The Future of Workforce& Talent: Chaired by Padllodley, Director of Diversity, Equity,
Building Blocks to Successful Inclusion and Belonging at AMS, the event brought

Strategic Workforce Planning into sharp focus some of the most pressing
challengesy and overlooked opportunitigs facing

Thursday 15 May 2025 the public sector today. From the implications of an
ageing population to the limitations of current talent
pipelines, the discussion encouraged departments to
think differently about who they hire, how they
support them, and how to ensure workforce strategies

On 15 May 2025, over 75 senior leaders, workforce
planners, and talent specialists from across the UK
public sector came together for a thoughovoking
roundtable hosted by Public Sector Resourcing (PS
and Crown Commercial Service (CCS). The session,Featuring Lyndsey Simpson, CEO of 55/Redefined,
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I:8re futureready.

was the second in a series of leadership the session blended strategic insight with practical
conversations exploring how government examples. The speakers explored bold approaches tc
departments can prepare for the evolving demands %clusion, workforce renewal, and letegm skills

the modern workforce. developmeny with particular attention given to

engaging older workers and rethinking the role of ove
50s in public service.
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Age is the missing piece in psr:
Strategic Workforce Planning —

One of the most compelling messages to emerge from|_ijfe expectancy has increased by

this roundtable was the urgent need to bring age into 30 years over the Iastentury
the heart of workforce strategy. Lyndsey Simpson, SourceHow has life expectancy changed over time?, ONS

f EO of 55/Redefi h [
ounder and CEO of 55/Redefined, s aredasweeplngLyndsey shared that the concept of retirement itself

overview of the demographic shift underway in the UK . . . - :
a relatively modern invention, originally intended as

y one that many departments have yet to fully brlef 23 ﬁgarphase foIIowngthe Second World War
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years in just one century, that framework no longer

our labour market, service delivery, and economic
y serves the needs of individuals or the workforce. Th

stability. . ; :
y challenge to public sector leaders is clear: if we do 1

reframe how we think about age and work, we risk

By 2023, nearly halthe

population will be overs50
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Age diverse teams can result in a
288% uplift in financial
performance

Source: The Power of Leading MBkinerational Teams, Gartner

shutting out the very people we need most.

Despite the figures, most workplace systems,
recruitment policies and organisational cultures
remain wedded to a model that assumes people stop
contributing meaningfully at around age 60. In fact,
people in their 50s, 60s, and 70s today are healthier,
more capable, and more motivated than evesften
with another 20 years of working life ahead of them.
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engage and retain them.
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growth strategy.
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