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Introduction

In today’s landscape, change and transformation are more prevalent than
ever. Redundancies are on the rise and are predicted to continue in this
vein well into 2026. Employers(1) anticipating workforce reductions are
citing a variety of factors driving the need for cost savings, many of which
are outside of their control:

« Economic challenges (34%)

* Market shifts (27%)

« Adjusting to a lack of demand (24%)
« Automation (21%)

Meanwhile, millions of workers(2) will need upskilling by 2030, with most
relying on non-traditional learning pathways.

Organisations want to support their people through turbulent times, but
a severely unpredictable climate has created a challenging environment that
both business leaders and employees are unsure of how to navigate. By
examining data from research and combining it with insights acquired from
Talent leaders, we explored best practice in career support: from
preventing talent loss where possible through internal mobility, to enabling
successful transitions for those exiting the business.

When change takes place, the most important thing for any organisation is to
support their people and empower them to navigate uncertainty with
confidence — seizing it as a moment of opportunity to further their careers.
Read on to find out more.

(1) ManpowerGroup MEOS Q3 2025; (2) IBM Addressing the Al Transition in Skills and Jobs 2025

Methodology

Our thanks to the following for their valuable insights that contributed to this report: Stuart Coyle, Skills
and Capability Manager, Phoenix; Internal Mobility Manager, Global Financial Services; Career
Transition Services Operations Delivery Manager, Global Financial Services; Elisa Pearson, UK &
Ireland Human Resources Director at IBM; HR Business Director, Global Technology; Becca Goodair,
Lead ER Specialist at Sainsbury’s; Andrea Welsh, Chief People Officer at Contollo Group; and
Charlotte Rickard, Senior HR Change Manager at Santander.


https://go.manpowergroup.com/hubfs/MEOS%20Q3%202025/MPG-MEOS-Q3-2025-Global-Report.pdf
Addressing the AI Transition in Skills and Jobs
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The Future of
Career Transition

Five best practice trends
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1. Support ahead of the curve

It's often said that nothing in life stays the same for very long — a
sentiment that rings particularly true in the world of work, where change and
transformation remain inevitable. 1 in 4 (24%) businesses(3) planned
workforce reductions in 2026 and there’s little to suggest this will change
any time soon, with redundancies4) set to increase in 2026, taking
unemployment higher as a result.

Generally, career transition support, or outplacement, is deployed as a
distress purchase — a solution bought in direct response to organisational
change. And while this follows standard consumer behaviour — buying what
we need, when we need it — there is a strong case for taking a more
proactive approach to supporting careers and transitions.

LinkedIn’s latest Workplace Learning report(s) revealed growing recognition
from organisations on the matter, with over a third (36%) now dubbed
‘career development champions’ due to their commitment to providing
ongoing, comprehensive development initiatives to their workforce.
Meanwhile ManpowerGroup(s) found that when backed by regular career
support, employees feel sharper and increasingly self-assured in their
skillset — with 61% saying they feel more confident in their ability to find
another job within the next six months.

Key Takeaways

61%

of employees feel empowered
to secure employment within
the next six months when

backed by career support

(3) CIPD Labour Market Outlook Spring 2025; (4) Oxford Economics 2025; (5) LinkedIn Workplace Learning Report 2025; (6) ManpowerGroup Global Talent Barometer 2025



https://www.cipd.org/contentassets/cf73843a106949d9b16ac2bc9b526278/8869-lmo-spring-2025-web.pdf
https://www.oxfordeconomics.com/resource/how-the-sectoral-mix-of-uk-jobs-is-changing-and-what-it-means/
https://learning.linkedin.com/content/dam/me/learning/en-us/images/lls-workplace-learning-report/2025/full-page/pdfs/LinkedIn-Workplace-Learning-Report-2025.pdf
https://www.manpowergroup.com/en/insights/report/global-talent-barometer-june-2025
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1. Support ahead of the curve

Organisations invest in outplacement support because they want to ensure
their people are taken care of and can achieve a successful outcome in
the face of adversity. The intention to put their employees first is there; but in
waiting until redundancies are taking place to provide this level of support,
business leaders are inadvertently making for a more challenging and
uncertain career transition process.

Instead, forward-thinking organisations are taking a more proactive
approach to build skills and a mobility-mindset, ensuring their people
have access to tools such as coaching, on-demand learning and networking
opportunities — to name just a few — throughout their tenure.

This way, employees can futureproof themselves on an ongoing basis, so
that when change becomes necessary, they’re far better equipped and
ready to navigate any period of uncertainty with confidence and
resilience. As Benjamin Franklin said: “Change is the only constant in life.
One’s ability to adapt to those changes will determine your success”.

14

When they exit the organisation, if we can do anything that makes them
say ‘they looked after me’ that’s critical... it’'s a small world.

- HR Business Director — Global Technology organisation

14

We found that framing career support in terms of
futureproofing your career, and deploying it before exits
are taking place, really helps people. Whether it’s 1:1
coaching or a learning grant, it helps people prepare
themselves for when transition does take place, and they
can then go and pursue a new career much easier.

- Stuart Coyle, Skills and Capability Manager — Phoenix
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2. Mobilise to retain

When career transition support is sought reactively — once the
restructure has been planned and redundancies are being made — it
becomes a remedial solution. Deploying career support so late in the
change and transformation journey can limit engagement and lead
to undesirable loss of talent.

Instead, the future of outplacement will be founded upon organisations
taking a longer-term perspective — looking ahead to 2030 — and
viewing career support as an enabler of internal mobility and
retention; a trick that many are missing right now.

(7) 3A Why Global Mobility Is Becoming a Priority for Corporations in 2025; (8) Right Management From Stagnation to Agility 2025;

Key Takeaways

1%

of employees say their \/
career has stalled due

/N 7
to insufficient career N\ N /\’

support
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While over 80% of businesses(7) regard internal mobility as “critical”
to their talent management strategy, less than 1 in 5 employeess)
have changed role internally over the past 5 years.

This can likely be attributed to the fact that, despite almost two
thirds (62%) of employees(s) believing there are opportunities for
movement within their organisation, 71% say they aren’t receiving
the level of support needed to actually pursue them.


https://3aimmigrationservices.com/why-global-mobility-a-priority-in-2025/#:~:text=By%202025%2C%20over%2080%25%20of,crm.hr.com%5D.
https://rightmanagement.co.uk/stagnation-to-agility
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2. Mobilise to retain

The kicker here for employers is that when people(8) have regular
access to comprehensive career support, they’re over 2x more likely
to apply for internal roles and stay with the business — an
inclination that could easily stem the unwanted loss of talent during a
period of change.

It really does beg the question: why deploy career support only to help
people secure employment outside of your organisation, when it can
be just as easily leveraged to support retention, particularly in a
world where skills needs are changing so fast?

2X

with access to career
support, employees
are twice as likely to Internal vacancies
pursue internal

mobility opportunities

This is something the aforementioned ‘career development
champions’(s) have already worked out; with 44% providing tailored
internal mobility programmes and over half (59%) proactively
sharing internal job openings.

When workforce agility and organisational mobility are high, change

and transformation initiatives no longer need to result in a mass
exodus of talent you'd rather retain. In acknowledging career
support as the 2nd highest driver of employee engagement(9) and
using workforce data to understand skill gaps and employee appetite,
organisations can generate a detailed view of where and how talent
could be redeployed during times of transformation.

(9) Right Management The State of Careers: Career Equation 2025



https://rightmanagement.co.uk/career-equation
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3. Augmented, not replaced

As we move through Al adoption, employees are increasingly acceptant
of utilising it as part of the working day, with 78% of people(10) already
using it in some way. On top of this, 57% of employees(11) say that Al can
support them professionally, a 38% increase from the 1 in 5 who said so in
2023. Furthermore, 85% of people(12) believe Al will even enhance their
roles and improve their professional skills.

So it comes as no surprise that we’re also seeing technology high on
the wish list for people going through a career transition — with 59%
wanting a blend() of human touch and tech in their support — whether its
Al-powered assessments that analyse sKkillsets or tailored job matching
and personalised training recommendations. People want learning and
career support made easy, and Al has the power to streamline the
experience even further across the next five years.

(10) Snaplogic Al at Work 2025: How Employees Are Really Using Al; (11) PwC 2024; (12) People Management 2024

Key Takeaways

959%

of employees want a
blend of human touch
and technology to form
the foundation of their
career support



https://www.snaplogic.com/resources/research/ai-at-work
https://www.snaplogic.com/resources/research/ai-at-work
https://www.pwc.co.uk/press-room/press-releases/research-commentary/2024/uk-workers-look-more-favourably-on-ai-as-workloads-increase.html
https://www.peoplemanagement.co.uk/article/1878419/office-workers-expect-ai-improve-jobs-report-reveals
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3. Augmented, not replaced

While these innovations are undoubtedly creating a much better journey for This way, learning never has to stop — or be put on hold until

individuals navigating change, it could be argued that it’s the introduction the next session — and instead, people can get the answers they

of Al into the coaching realm that is most exciting. Enter stage right: the need, when they need them, and continue to take purposeful

coachbot, which is becoming increasingly popular as a means to improve steps towards career growth.

the accessibility of coaching support when budgets are tight,

particularly during times of change and transformation. Al is more than just a cost-saving measure — it’s a tool that can
supplement the expert and essential guidance provided by a

Now this isn’t to say Al could — or should — replace human coaches. Human human coach, enhancing the employee experience during

interaction will always be the most powerful driver of accelerated turbulent times.

learning and growth when it comes to coaching support. But there is real
value in having access to an Al coach in between sessions. Whether an
individual needs advice on a problem they’ve encountered when searching
for a job or is looking for some help with homework assigned by their human
coach, Al can provide people with inspiration in the moment.

ot ATTRR
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4. A people-centred approach

With Al continuing to sit at the forefront of almost every conversation,
many in the HR profession are questioning what the future looks like.
The perspective of the HR leaders we interviewed is that career
support should always be grounded in human interaction.

Technology can facilitate always-on learning and alleviate
administrative burden, but it cannot replace the emotional, human
support that people need, especially when navigating change. And
it's in high demand, with 9 in 10 employees(13) saying mental health
support should be a priority for leaders.

89%

of employees want

an environment of
psychological safety
at work

e

(13) ACAS 2024; (14) McKinsey 2023;

Key Takeaways

After all, organisational change is never just about the practical
implications of losing a job; there’s a significant emotional toll,
both for individuals exiting the business and those who remain.

Which is where a human-led approach driven by
empathetic leadership and professional coaching support

is essential — helping to create the psychological safety that
89% of employees(14) are looking for.


https://www.acas.org.uk/9-in-10-employees-want-bosses-to-prioritise-mental-health-at-work
https://www.mckinsey.com/featured-insights/leadership/five-fifty-is-it-safe
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4. A people-centred approach

Now, while providing this level of support to individuals going through
redundancy is likely top of mind for organisations implementing change,
it's crucial they remember the impact it can have on ‘survivors’ as well.
As many as two in three (67%) employees(15) have experienced
survivor syndrome since Covid-19, with three quarters (74%) saying
their productivity(16) declined following an organisational restructure.

Bogged down with feelings of guilt and uncertainty around their own
future with the business, employees look to their leaders for
reassurance and to help them understand why such change was
necessary. This is where the value of honest and open communication
throughout the change process cannot be understated — inviting
thoughts and input from the wider workforce to ensure they feel heard
and validated. Only then, can leaders(17) hope to support a positive
change experience for all involved.

Key Takeaways

Outplacement will always be about helping individuals who have
lost their jobs achieve a meaningful and sustainable outcome, far
beyond just their next role. But the knock-on effects for those who
remain cannot be ignored and should be addressed in much the
same way — with human-centric support that places empathy

and care at its heart.

87%

of employees say that empathetic
leadership directly supports
positive change

(15) Hack Future Lab: Workplace Survivor Syndrome; (16) Leadership 1Q; (17) EY 2023



https://www.hackfuturelab.com/foresight/workplace-survivor-syndrome-in-a-post-covid-world-6ee3e
https://www.leadershipiq.com/blogs/leadershipiq/29062401-dont-expect-layoff-survivors-to-be-grateful
https://www.ey.com/en_us/newsroom/2023/03/new-ey-us-consulting-study
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5. The time for generic outplacement is over

It's been clear for some time that climbing the corporate ladder is
not the only path that employees see for themselves, with almost
half (45%) of younger individuals(18) looking to explore different
industries and roles with a complete career change.

On top of this, 56% of businesses(19) are placing more emphasis on
skills when recruiting talent, and research(20) has found that nearly
two in three (59%) employees will need reskilling by 2030.

In line with taking a truly human-centred approach to career transition,
the uniqueness of each individual and their respective journey through
this landscape must be acknowledged and reflected in their support.
The time for generic outplacement is over, and taking a sheep-dip
approach to organisational transformation is no longer viable.

1

Colleagues are looking for a suite of options that they can use to tailor
make their own bespoke package that works for them and their
specific needs.

- Becca Goodair, Lead ER Specialist

(18) Elizabeth Michael 2025; (19) Morgan McKinley 2025; (20) World Economic Forum 2025;

59%

of employees
will need to

be reskilled
within the next
five years

paoaooona



https://www.elizabethmichael.co.uk/news/why-are-so-many-uk-employees-considering-a-career-change-in-2025-#:~:text=Recent%20research%20by%20Recruitment%20and,initiatives%20make%20transitions%20more%20accessible.
https://www.morganmckinley.com/ca/salary-guide/market-insights
https://www.weforum.org/press/2025/01/future-of-jobs-report-2025-78-million-new-job-opportunities-by-2030-but-urgent-upskilling-needed-to-prepare-workforces/#:~:text=Shifting%20global%20trends%20in%20technology,while%20displacing%2092%20million%20others.
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5. The time for generic outplacement is over

This is why data-driven career support, fuelled by psychometric
assessments, skills surveys and workforce insights, is the future of
outplacement. Support becomes hyper-personalised and flexible,
facilitating career transitions that are aligned to each individual’s life,
learning style and aspirations; helping them to think differently about
their career while providing the skills needed to deal with ongoing
change. And the proof is in the pudding on this one, with two thirds (67%)
of employees(21) saying that assessments have benefitted their career
decision making and helped them grow.

While it may not be a strong suit for a lot of organisations(21) right now —
only 1 in 3 say they are effective at generating and utilising
workforce data — there is a definitive appetite to improve, with over half
(53%) of businesses planning to invest in assessments to better
support the careers of their people moving forward.

2 . 3
employees say assessments

have directly supported
their career growth

(21) Right Management: Human Insights 2025

When used correctly, assessments can provide people with the
foundational platform to take career ownership by driving greater
awareness of what they want and what they offer — improving their
ability to identify relevant opportunities either internally (as a
redeployment option) or within the external market.

And with organisations striving to utilise workforce data more

effectively, employees will be far better equipped to navigate
change successfully.


https://library.manpowergroup.eu/story/human-insights/page/3/4?workspace=65c6687319ebf94cff520cd2
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Steps organisations can take to best support their
people through change
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Four key takeaways

Our ever-evolving state of flux is driving the need for increasingly agility within organisations, which in turn is necessitating more regular
change and transformation initiatives. In order to make a success of these projects throughout the next five years and beyond, here’s how
business leaders can best support their workforce in times of change:

1. Put people first gjﬁ'@ 2. Be proactive

Approach organisational change and transformation with Invest in careers and people throughout their tenure,
empathy and understanding, recognising the emotional not just at the point when redundancies become necessary.
impact it can have on everyone in the business. Coaching Regular, proactive use of career support equips employees

as a key component of outplacement will provide the necessary with the resilience and readiness for navigating change —

support for individuals going through redundancy, but it’s on alleviating some of the stress and enabling them to make a

business leaders to ensure the wellbeing of their remaining successful transition outside of the organisation, or identify

workforce is supported just as thoroughly. suitable opportunities within the business that align with their
motivations and skKills.
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3. Leverage technology ﬁ?\

Forward-thinking organisations are leveraging Al as an
enabler of career mobility and growth. From digital career
portals to coachbots, technological advancements have the
power to provide uninterrupted learning for employees
going through change — helping them acquire the skills and
knowledge needed to succeed in a challenging market.

4. Utilise data J]_['

1

Design career support programmes based on tangible

data over gut feeling. Insights empower both individuals and
organisations, providing employees with the self-awareness
needed to pursue pathways that are aligned to their wants and
needs, while ensuring businesses possess the insight needed
to make informed talent decisions. Data, when leveraged
correctly, can drive transformation projects and retention
goals.
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